Atypical Employment: An international Perspective, Causes, Consequences and Policy by Delsen, L.W.M.






The following full text is a publisher's version.
 
 





Please be advised that this information was generated on 2017-12-05 and may be subject to
change.













Causes, consequences and policy
PROEFSCHRIFT
ter verkrijging van de graad van doctor 
aan de Rijksuniversiteit Limburg te Maastricht, 
op gezag van de Rector Magnificus, Prof.mr. M.J. Cohen, 
volgens het besluit van het College van Dekanen, 
in het openbaar te verdedigen op 
donderdag 6 april 1995 om 14.00 uur
door
Leonardus Wilhelmus Marleen Delsen
Promotoren: Prof.dr. W. Albeda
Prof.dr. A. Knoester (Erasmus Universiteit Rotterdam)
Beoordelingscommissie: Prof.dr. J.A.M. Heijke (voorzitter)
Prof.dr. W.J. Dercksen (Universiteit Utrecht) 
Prof.dr. C. de Neubourg
0 1 2 3 4 5 /  99 98 97 96 95
© 1995, WoltersgroepGroningen bv, The Netherlands.
WoltersgroepGroningen is het samenwerkingsverband van de uitgeverijen Wolters-Noordhoff, 
Jacob Dijkstra en Martinus Nijhoff.
Alle rechten voorbehouden. Niets uit deze uitgave mag worden verveelvoudigd, opgeslagen in 
een geautomatiseerd gegevensbestand, of openbaar gemaakt in enige vorm of op enige wijze, 
hetzij elektronisch, mechanisch, door fotokopieën, opnamen of op enig andere manier, zonder 
voorafgaande schriftelijke toestemming van de uitgever.
Voor zover het maken van kopieën uit deze uitgave is toegestaan op grond van art. 16b en 17 
Auteurswet 1912, dient men de daarvoor verschuldigde vergoedingen te voldoen aan de Stichting 
Reprorecht, Postbus 882 1180 AW Amstelveen. Voor het overnemen van een of enkele 
gedeelte(n) uit deze uitgave in bloemlezingen, readers of andere compilatiewerken dient men 
zich tot de uitgever te wenden.
All rights reserued. No part of this publication may be reproduced, stored in a retrieval system, or transmitted, 
in any form or by any means, electronic, mechanical, photocopying, recording, or otherwise, without the prior 
written permission of the publisher.
ISBN 90 01 20564 X
For Jochem and Lorraine
Contents
Preface .......................................................................................................................... xi
C H A PT ER  1
IN T R O D U C T IO N  ........................................................................................................................................................  1
1.1 Introduction........................................................................................................  1
1.2 Scope of the s tu d y .............................................................................................. 5
1.3 Plan of the book ................................................................................................  11
C H A PT ER  2
IN T E R N A T IO N A L  D E V E L O P M EN T S IN  ATYPICAL E M P L O Y M E N T ............................... 17
2.1 Introduction........................................................................................................  17
2.2 International Developments in Part-time Employment.................................  17
2.2.1 Overall Size and Structure of Part-time Em ploym ent....................  17
2.2.2 Growth of Part-time Employment.....................................................  20
2.2.3 Determinants of Part-time Employment................................. .. 22
2.2.4 Part-time Employment by Industry................................................... 24
2.2.5 Part-time Employment by Age and Sex ...........................................  27
2.2.6 Size of the Part-time Jo b s ....................................................................  32
2.2.7 Involuntary Part-time Employment................................................... 34
2.3 International Developments in Temporary Employment............................... 39
2.3.1 Overall Size and Structure of Temporary Employment..................  39
2.3.2 Growth of Temporary Employment................................................... 41
2.3.3 Determinants o f Temporary Employment......................................... 45
2.3.4 Temporary Employment by Industry................................................  47
2.3.5 Temporary Employment by Age and S e x ......................................... 50
2.3.6 Involuntary Temporary Employment................................................  53
2.4 Conclusions ........................................................................................................  54
C H A PT ER  3
A TYPICAL EM PLO Y M EN T AN D EM PLO YERS PO LICY ................................................... 57
3.1 Introduction ........................................................................................................  57
3.2 The Flexible Firm .............................................................................................. 57
3.2.1 Flexible Labour .................................................................................... 57
3.2.2 External Labour Market D uality ........................................................ 61
3.2.3 Theories of Internal Labour Market Segmentation: A Critique . . .  63
3.3 Employers Attitude Towards Atypical Employment......................................  66
3.3.1 Flexibility, Efficiency and Employment Growth............................... 66
3.3.2 Marginal and Lower Level J o b s ..........................................................  70
3.4 Rationales for Using Atypical Employment.....................................................  72
3.4.1 Rationales for Using Part-time Employment.................................... 72
3.4.2 Rationales for Using Agency Work and Fixed-term Contracts . . .  75
3.5 Business Economic Impact of Atypical Employment .................................... 78
3.5.1 Costs and Benefits of Part-time Employment .................................  78
3.5.2 Costs and Benefits of Temporary Em ploym ent............................... 80
3.6 Conclusions ........................................................................................................  83
viii Contents
C H A PT ER  4
A TYPICA L E M P LO Y M EN T  A N D  TR A D E  U N IO N S P O L I C Y ..............................................  87
4.1 Introduction ........................................................................................................ 87
4.2 Changing Trade Union Membership...............................................................  87
4.3 Trade Unions’ Attitude Towards Atypical Employment............................... 90
4.3.1 A Threat to Full-time Jo b s ..................................................................  90
4.3.2 Labour Market Segmentation............................................................. 95
4.4 Trade Unions’ Goals and Part-time and Temporary W o rk .......................... 99
4.4.1 Introduction ......................................................................................... 99
4.4.2 Reduction of Working Time .............................................................  99
4.4.3 Employment and Unemployment..................................................... 102
4.4.4 Informal W ork ...................................................................................... 104
4.4.5 Humanisation of W o rk ....................................................................... 106
4.5 Conclusions ........................................................................................................108
C H A PTER 5
A TYPICAL EM PLO Y M EN T A N D  G O V ER N M E N T S PO LICY ........................................... 111
5.1 Introduction ........................................................................................................111
5.2 Promotion of Part-time Work ......................................................................... 111
5.2.1 Labour L a w ........................................................................................... 111
5.2.2 Social Security...................................................................................... 116
5.2.3 Financial Support................................................................................. 121
5.2.4 Organisational Support ....................................................................... 122
5.2.5 Job-sharing ........................................................................................... 122
5.2.6 Gradual Retirement ............................................................................123
5.2.7 Part-time Parental Leave .................................................................... 126
5.2.8 Tax Policy and Social Security Contributions ................................. 127
5.3 Job Security Legislation...................................................................................... 129
5.3.1 Protecting the Insiders......................................................................... 129
5.3.2 Flexibilisation, Productivity and Employment Creation..................132
5.4 Promotion of Temporary W o rk .......................................................................134
5.4.1 Temporary Work Com panies.............................................................134
5.4.2 Fixed-term Contracts........................................................................... 138
5.4.3 Temporary Employment Schem es..................................................... 144
5.5 Atypical Employment and 1992 .......................................................................  146
5.6 Conclusions ........................................................................................................148
Contents ix
C H A P T E R  6
E M P IR IC A L R ESE A R C H : A TYPICAL E M PLO Y M EN T IN  E U R O P E ................................... 151
6.1 Intxoduction ....................................................................................................... 151
6.2 The Data S e t ....................................................................................................... 151
6.3 Aim of the Research...........................................................................................153
6.4 Employment Structure ......................................................................................155
6.4.1 Total Employment.............................................................................. 155
6.4.2 Part-time Employment .......................................................................158
6.4.3 fixed-term Employment.......................................................................162
6.5 Muitivariate Regression Analysis.......................................................................166
6.5.1 Introduction ........................................................................................ 166
6.5.2 Selection Procedure of Variables and Variable Definitions.............167
6.5.3 Regression Analysis of Part-time Employment R ates.......................167
6.5.3.1 Part-time Employment in All Establishments .................................167
6.5.3.2 Part-time Employment in the Bigger Establishments .................... 174
6.5.3.3 Small Part-time Jobs in All Establishments .......... .........................179
6.5.3.4 Small Part-time Jobs in the Bigger Establishments .......................185
6.5-4 Regression Analysis of Fixed-term Employment.............................. 190
6.5.4.1 Fixed-term Employment in All Establishments .............................. 190
6.5.4.2 Fixed-term employment in the bigger establishments .................... 194
6.5.4.3 Short Fixed-term Jobs in All Establishments ................................... 200
6.5.4.4 Short Fixed-term Jobs in the Bigger Establishments.......................204
6.6 The Flexible Firm in E u rop e ............................................................................205
6.7 Conclusions ....................................................................................................... 209
C H A PTER  7
T H E  SW ED ISH  APPRO ACH  ...........................................................................................217
7.1 Introduction........................................................................................................217
7.2 The Main Characteristics of the Swedish M o d e l........................................... 217
7.2.1 What is in a Name? ............................................................................217
7.2.2 Centralised Wage Bargaining .............................................................219
7.2.3 “Solidaristic” Wage Policy ..................................................................220
7.2.4 Active Labour Market Policy .............................................................221
7.2.5 A Restrictive Fiscal Policy ..................................................................223
7.2.6 Policy of Selective Economic Growth................................................ 224
7.2.7 Scandinavian Inflation M o d el.............................................................224
7.2.8 Legislation..............................................................................................225
7.2.9 Wage-earner Fun d s...............................................................................225
7.3 What has been Achieved....................................................................................226
7.3.1 Full Employment and High Labour Force Participation Rates . . . 226
7.3.2 Secure Part-time jo b s ............................................................................ 229
7.3.3 Prevention of Long-term Joblessness ................................................ 230
7.3A Economic Growth and Inflation........................................................232
7.3.5 Labour Market Flexibility.................................................................... 233
7.3.6 Low Pay Differentials ......................................................................... 235
7.4 The Swedish Approach Relevant for Other Countries ................................. 235
7.4.1 The Swedish Approach in Discussion................................................ 235
7.4.2 Corporatism and Economic Performance ........................................ 237
7.4.3 The Swedish Approach and the Wage-setting Process.................... 240
7.4.4 Sweden and the European Community ........................................... 242
7.5 Conclusions ........................................................................................................244
C H A PT ER  8
C O N C L U S IO N S A N D  R E C O M M E N D A T IO N S ...........................................................................................247
8.1 Introduction........................................................................................................247
8.2 Reregulation and Active Labour Market P o licy ..............................................247
8.2.1 Avoiding Labour Market Segmentation ........................................... 247
8.2.2 Active Government Involvement........................................................251
8.2.3 Functional Flexibility............................................................................ 254
8.3 Centralised bargaining.........................................................................................256
8.4 Promotion of Secure Part-time Employment...................................................259
8.4.1 Part-time Employment and Utilisation of Labour Resources . . . .  259
8.4.2 Part-time and Temporary Employment and Labour Market 
Flexibility ..............................................................................................263
8.4.3 Policy Proposals to Promote Part-time Employment.......................265
8.5 Basic Employment and Basic Income .............................................................270
8.6 A Research agen da..............................................................................................274
R E F E R E N C E S ..................................................................................................................277
A U T H O R  IN D E X  .......................................................................................................... 293
s a m e n v a t t i n g  i n  h e t  n e d e r l a n d s  (Summary in D u tch )................................. 297
C U R R IC U L U M  V ITAE .................................................................................................. 303
x Contents
Preface
This thesis presents the results o f the research conducted over the past years and started 
at the European Centre for Work and Society (ECWS) in Maastricht. At the ECWS 
(1984-1987) I was involved in various projècts dealing with topical European labour 
market issues, including those on the promotion of part-time employment and the 
integration of the disabled into open employment. The results of these projects, mainly 
in Dutch, have been published in Delsen (1986a; 1986b; 1987; 1989) and Delsen and 
Bemelmans (1987), and are integrated in this book. While at the ECWS I became 
interested in labour market policy issues, including labour market flexibility, and the 
phenomenon of atypical employment in particular. I continued the research on labour 
market flexibility and atypical employment at the Department of Applied Economics 
of the University of Nijmegen.
Writing a thesis is like life: you never make it on your own. In particular I want 
to thank the thesis supervisors Wil Albeda and my former colleague, at the Department 
of Applied Economics, Anthony Knoester for their contributions to this study and their 
useful comments on earlier drafts of this study. I also want to thank the members of 
the graduation committee Willem Dercksen, Hans Heijke, Chris de Neubourg, Joan 
Muysken and Günther Schmid for their willingness to read and comment on my 
thesis.
This international comparative study could not be carried out without the assistance 
of many others. Over the years many people have commented on the various parts and 
earlier versions of the chapters in this book. I especially want to thank Tom van Veen, 
with whom I wrote an earlier version of Chapter 7, for the discussion on the Swedish 
approach. In this respect, I also want to thank Rudolf Meidner and Howard Gospel 
for their comments. I benefïtted from Lex Borghans’ comments on Chapter 6. Thanks 
are also due to a number of colleagues at the University of Nijmegen: Fred Huijgen, 
co-author of the report, parts of which have been used in the empirical Chapter 6 of 
this thesis and Ben Felling for their comments on an earlier version of Chapter 6. I 
want to express a special gratitude to Jacques van der Putten for assistance with the 
computations.
For financial support of parts of my study, I am indebted to the Organisation for 
Labour Market Research (OSA) in the Hague and the International Association for the 
Study of Insurance Economics in Geneva. I am grateful to the European Foundation 
for the Improvement of the Living and Working Conditions in Dublin for allowing 
me to use their survey data on new forms of work and activity in eight European 
countries for the regression analysis. Pam Arksey was so kind to check the English. Last 
but not least I would like to thank my wife, Roos, for her mental support and her 
patience.
Parts of this book have previously been published, mostly in international journals 
in the field of labour economics and industrial relations. Chapter 3 draws on Delsen
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(1992b). Chapter 4 is an extended and updated version of Delsen (1990b). Chapter 
5 is an updated and extended version of Delsen (1991b). Parts of Chapter 6 have been 
published earlier in Delsen and Huijgen (1994). Chapter 7 is an extended and updated 





This study deals with an important topic in contemporary labour economics: labour 
market flexibility. Over the past two decades a number of important changes have 
taken place in the internal as well as the external labour markets in the OECD 
Member States. These changes can be summarised under the heading of flexibilisation 
of labour. Flexibility in this context refers to a number of issues: the flexibility of the 
organisation of production in the face of technological change, flexibility of workers in 
terms of multi-skilling or mobility from task to task, flexibility of jobs, in terms of ease 
of hiring and firing or of changing working hours and the upward or downward 
flexibility of wages. Flexibility is multidimensional and interdisciplinary. Labour law 
plays an important role in shaping both labour markets and labour relations in 
advanced industrial societies. During the 1970s and 1980s, the deregulation process 
significantly changed the relationship between labour law, labour markets and industrial 
relations. The flexibilisation of the labour market resulted in an increase in the volume 
of atypical employment relations, the central object of this study. Atypical employment 
is an important aspect of labour market flexibility. Atypical employment relations are 
those that differ from the traditional model of employment relationship. This tradi­
tional employment was characterised by the fact that the worker had only one 
employer, worked full time on the employer’s premises and (was) expected to continue 
doing so indefinitely. Where these conditions were present and employment was 
protected by the law the worker enjoyed statutory entitlements to a whole series of 
guarantees and benefits; at the same time the law imposed a number of contributions 
and obligations on the employer and the state. Full wage employment eventually 
became the Standard in business and industry as well as the framework within which 
labour law, collective bargaining and social security systems developed. This model of 
full-time wage employment survivèd until the 1970s, when the world of work 
witnessed the emergence of atypical employment characterised by the absence of one 
or more of the Standard features. Hence atypical employment relations can be defined 
as employment relations that deviate from full-time open-ended wage employment, 
including part-time work, labour on call contracts, min-max contracts, fixed-term 
contracts, seasonal work, agency work, home-based work, telework, apprenticeship 
contracts, freelancers, self-employment and informal work. Atypical employment tends 
to lie outside the basic protection. It moreover introducés an element of uncertainty 
in the development of the trade unions and in the balance of worker-management 
relations (Córdova, 1986; Kravaritou-Manitakis, 1988).
Atypical employment relations and the need for flexibility are not new phenomena. 
In some industries flexible employment practices and the casualisation of the workforce 
has a long history, for instance in the construction and ship building industries and in
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ports (See Albeda et aL, 1978; Wilkinson, 1981). What is new is that employers are 
now seeking greater flexibility than ever before, resulting mainly from increased 
uncertainty about product demand, increased compedtion and technological develop­
ments. Moreover, changing demographics and increasing cost pressure have increased 
the number of contingent jobs1 markedly in recent years in all OECD countries. 
There have also been new forms of flexible employment practice, including home-based 
work and telework (Polivka and Nardone, 1989; Rojot, 1989).
In this book atypical employment is studied from a comparative international 
perspective. Attention is paid to the macro and micro socio-economic causes and 
consequences of atypical employment, to its developments and to the policies applied 
by employers and trade union organisations and their members, and by goverriments 
in the OECD Member States. The purpose of this Section 1.1 is to put atypical 
employment reladons in the broader context of the strive for flexibility, and to show 
the relevance of invesdgadng atypical employment. In Section 1.2 the scope of this 
study is formulated. The structure of the book is pictured in Section 1.3.
Employees looking for or employed on atypical contracts are considered to have less 
labour market attachment, i.e. marginal participants in the labour market, and less 
interest in employment security as the principle income earner of a family with 
dependents. Relaxation of constraints on short-term work is especially envisaged for 
youth and older workers (See Emerson, 1988). However, it is arguable that in most if 
not all OECD countries paid work still has an important meaning and its importance 
even grows. The net increases in female labour market participation confirm this. An 
important stylised fact about labour supply is the gradual decline in labour force 
participation rates for men, whereas female labour force participation, notably married 
women, has risen substantially. Note, however, that much of the decline in male 
participation, seems to have occurred mainly among men under 25 or over 64. The 
weekly hours worked by men and women show a secular decline. For women, the 
trend in total weekly labour input is clearly positive (See Pencavel, 1986; Killingsworth 
and Heckman, 1986). Most of the recent increase in paid work comes from people 
previously engaged in unpaid work. The idea that wives are secondary workers may be 
inaccurate. In the United States, women are increasingly seeking permanent attachment 
to the labour force for economic reasons, rather than a casual attachment in order to 
periodically supplement household earnings (Golden and Appelbaum, 1992). Moreover, 
to the extent that wives indeed are secondary is this due to differences in tastes for 
work, role differentiation, a comparative advantage of wives in nonmarket production, 
or to differential fixed costs? (Cf. Killingsworth, 1985). Also in Europe and Japan the 
majority of women and temporary workers have a permanent commitment to the 
labour market (De Beer, 1989; Feringa, 1978). So, the importance attached to paid 
work still is high, or even increasing. However, there are considerable changes in the 
preferences related to the form, i.e. the volume and the duration of the paid work. No 
longer everybody already in or entering the labour market wants to work full-time, full 
year. Part-time work is increasingly preferred, notably by women that entered the
1 Contingent work refers to jobs in which an individual does not have an explicit or implicit 
contract for long-term employment or one in which the minimum hours worked can vary in a 
nonsystematic manner (Polivka and Nardone, 1989, p. 11).
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labour market over the past two decades. Others, e.g. young people, prefer to work on 
a temporary basis for regular or irregular periods. Unpaid work has low ascribed status. 
Paid work has direct utility, purchasing power and indirect utility, including the 
provision of temporal organisation, framework for sociability, and the ascription of 
status. It may be the loss o f these that causes the frequendy observed physical and 
psychological breakdowns among unemployed workers. The increase in the value 
attached to paid employment will be strengthened by the reduction in social security 
benefits (Albeda et aL, 1978; Gershuny, 1983; De Beer, 1989).
According to an OECD report there are at least four reasons why greater labour 
market flexibility is needed; the need for economic adjustment; the need for technologi- 
cal innovation; the need to deal with new social problems, such as unemployment; and 
the need to enhance the quality of life (OECD, 1986b, p. 6). Related to the labour 
market flexibility a distinction can be made between internal and external labour 
market flexibility. External labour market flexibility involves labour cost flexibility, 
geographical mobility, job mobility and occupational mobility. These types of external 
labour market flexibility all have a counterpart in the internal labour market flexibility, 
that is labour flexibility at enterprise level. The employers can be seen as the main 
agents of change in the internal labour market. Labour flexibility at the enterprise level 
has assumed prominence in the current discussion of labour market flexibility for two 
reasons (OECD, 1986b, p. 90; Brunhes, 1989, pp. 11-12). First, stiff international 
competition and external shocks have increased the pressure on enterprises to adjust to 
new conditions in product and factor markets, and have created an uncertain business 
climate in which sharp changes in, for example, energy costs, interest rates and inflation 
require that firms develop the capacity to adjust continually and easily to new condi­
tions. Second, it is widely believed that developments in collective bargaining and job 
protection have reduced the ability of firms to adapt to major structural change.
Related to flexibility at enterprise level a distinction can be made between numeri- 
cal, functional and wage flexibility (Atkinson, 1985). Numerical flexibility is the ability 
of firms to adjust the number of workers, or the level of worked hours, in line with 
changes in the level of demand for labour. It covers the use of various forms of internal 
and external variations in the number of personnel and/or the number of hours worked 
by the persons employed or engaged by an enterprise: the various forms of atypical 
work, overtime and short-time. Functional flexibility is the ability of firms to organise 
jobs so that the job holder can deploy his or her skills across a broad range of tasks. 
Labour is treated as more homogeneous and changes in skill requirements are achieved 
mainly through retraining, redefinition of occupations and re-assignments of workers. 
Finally, the wage flexibility, referring to wages reflecting the state of demand and 
supply on the external labour market and to pay flexibility on the internal market. It 
is used as a way to control numerical flexibility. However, it could also be applied to 
supplement functional flexibility and to speed up labour productivity.
During the 1970s part-time work was seen as a viable means of improving the 
employment situation since it allows substantial cuts to be made in working hours 
without an offsetting increase, in any major sense, in labour costs. It allows a non- 
inflationary redistribution of working time between the employed and the unemployed 
(Hart, 1984). Governments in Europe and Japan emphasise that working-time reduc- 
tions should not be such as to damage industrial production costs or affect general 
inflatory conditions. Promotion of part-time work may also contribute to emancipation
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and to a more equal distribution of paid and unpaid work. It may also be used to 
avoid dismissals. That is why many governments, notably European, have adopted 
measures to promote part-time employment.
By the late 1970s supply-side theory had become something of a new economic 
orthodoxy. From this supply-side perspective, labour market inflexibility explains mass 
unemployment. Comparison with the performance of the United States and Japan Iead 
to the belief that “rigidity” in the price of labour, the quantity and quality o f man- 
power and conditions of employment are a great hindrance to the functioning of 
European labour markets. “Euroclerosis” resulted from social policies, legislation and 
collective agreements, centralised bargaining, resulting in high benefits, dismissal 
protection and restrained wage competition. Japan’s low unemployment rate is due in 
large measures to the high degree of functional flexibility in Japanese enterprises, while 
the high degree of external numerical flexibility explains the low unemployment in the 
United States. Europe is lacking both. Limitation on the transfer of pension rights and 
the rigidity of the housing market hamper the external mobility of workers, while the 
lack of investment in training by employers limits the internal mobility (OECD, 
1986c, p. 16). Job security provisions increase turnover cost and are blamed for high 
and persistent European unemployment. Employment determination is affected in two 
ways through turnover costs: at a given wage turnover costs influence employment 
decisions by affecting the costs of employment adjustment (Bentolila and Bertola, 
1990; 1992; Bertola, 1990); turnover costs may also affect the degree of market power 
possessed by incumbent employees (insiders), thereby direcdy affecting wage determina­
tion and consequently the level of employment (Lindbeck and Snower, 1988). This 
insider-outsider theory explains the segmentation of the labour market between stable 
employed insiders and a growing number of unstable employed or increasing long-term 
unemployed, even in the absence of any major skill-specific mismatches.
Supply-side economists consider the greater flexibility of the labour market in the 
United States an explanation of its superior employment record relative to European 
economies. The decentralised systems of collective bargaining in the United States and 
the lower level of government intervention and deregulation of the labour market 
supposedly facilitated a more rapid adjustment to economic circumstances after the oil 
recessions in the 1970 and also in the early 1980s. Supply-side policy recommendations 
to reduce the high and persistent unemployment rates in Europe include: decentralised 
wage bargaining, weakening union power, dismantling the minimum wages, remove 
employment protection and other labour market regulations, widening wage differen- 
tials, cut in non-wage labour costs, taxes and social security contributions. Numerical 
flexibility, based on the trade-off between equality and efficiency (Okun, 1985), a 
trade-off between social and economic targets, is advocated. The growth of inequality 
is considered to encourage economic efficiency. Many European employers’ 
organisations and public authorities came to believe, in fact, that a wider use of atypical 
forms of work, are a useful weapon in the fight against unemployment. On balance, 
flexibilisation of the labour market is expected to result in an increase of employment, 
measured in hours as well as in persons employed.
Governments in various European countries and Japan have recently eliminated or 
relaxed previous restrictions, clearing the way for new kinds of fixed-term contracts, 
and have adopted a policy of actively promoting these new kinds of work (Delsen, 
1991b; Koshiro, 1992). In this context two terms are of importance: flexibility and
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deregulation. The former concerns contractual arrangements, while the latter is a more 
general term that implies the elimination of certain regulatory and protective aspects 
of labour Iegislation. Greater flexibility can be achieved by broadening the range of 
circumstances in which fixed-term contracts may be concluded or by allowing them to 
be renewed with the promise that they are not deemed equivalent to contracts of 
indefinite duration. Deregulation, for its part, may affect some or all of the guarantees 
governing special aspects of the employment relationship (Córdova, 1986, p. 651). Also 
in Canada, since 1984, various measures have been taken to deregulate the economy 
(Bellemare, 1989, p. 202). Labour market deregulation was expected to raise employers’ 
willingness to hire and to yield higher real wage flexibility. In the United States there 
is a general consensus that the market is the most efficient, and therefore the preferred 
mechanism for allocating economic resources, including labour. However, in this 
country recendy changes into the direction of more government involvement can be 
found: the advanced nodce Act of 1988 and the proposed Part-time and Temporary 
Workers Protection Act (See Koshiro, 1992; Warme et al., 1992; Buechtemann, 1993). 
Moreover, in order to avoid both equity and efficiency problems resulting from the 
expansion of insecure, low productivity marginal part-time jobs in the United States, 
a narrowing of the part-time/full-time wage differential via a more acüve government 
involvement is proposed, including raising the minimum wage, encouraging 
unionisation and industrial policies (Tilly, 1989). Hence, while in Western Europe a 
policy of deregulation of labour markets was adopted, that increased the managerial 
discretion in employment adjustment, the United States moved in the opposite 
direction. In Japan, in the 1980s, part-time employment and agency work has been 
officially recognised, i.e. legally regulated and promoted, in order to relieve the tighten- 
ing labour market. Although European govemments have adopted policies of deregula­
tion and flexibilisation, and have widened the possibilities o f using atypical employment 
contracts, the unemployment rates in Europe seem to have stabilised at a high level and 
now are increasing again. Moreover, centralised and regulated countries (e.g. Sweden), 
performed at least equally or better related to employment and the unemployment- 
inflation trade-off, than decentralised and deregulated countries (Japan, the United 
States). Although the Swedish labour market was highly regulated it was as flexible as 
in Japan and the United States (Delsen and Van Veen, 1992). Does the United States 
regime appear to be less satisfactory than suggested by supply-side economists?
1.2 SC O P E  O F T H E  STU D Y
Deregulation and flexibilisation have their supplement in decentralisation of labour 
relations and less involvement of government in the labour market. The destandardisa­
tion of the contract and hours regime added fuel to the ongoing process of 
decentralisation of industrial relations. This causal relationship may also be reversed. 
Decentralisation of negotiations is a requisite for reorganising work. Decentralisation 
resulted in a higher degree of differentiation of working conditions that took into 
account specific interests of specific groups o f workers; it stimulated destandardisation 
(Delsen, 1993a). In the 1970s in the OECD Member States a trend towards centralisa- 
tion and in the 1980s a trend towards decentralisation of wages bargaining can be 
found. This decentralisation resulted in a more segmented labour market. According
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to Sengenberger (1992, p. 175) the most significant institutional prerequisite for labour 
market segmentation is the degree of centrality and uniformity in the regulation of the 
terms of employment. In the United States and Japan, wages, employment security, 
and other areas of employment regulation are more or less determined within a system 
of decentralised, enterprise-centred industrial relations and collective bargaining. The 
influence of the trade union is limited. Conversely, in Europe, notably in Sweden, the 
terms of employment are regulated much more widely by law or by large-scale, 
comprehensive collective agreements within a more centralised system of industrial 
relations. Being prevented from resorting to low-labour costs strategy, enterprises in 
Germany and other European countries opted for selective personnel policies to gain 
competitive advantages. Price competition was replaced by “quality” competition in the 
labour market. The key criterion of selection was the level of vocational training. 
Workers with pertinent certified skills tended to form the core workforces, whereas 
nonapprenticed workers were bound to form the fringe segments or remained un­
employed. The theoretical explanation for the segmentation of the external and internal 
labour markets, as well as the casualisation of the labour force can be found in the 
insider-outsider theory and the efficiency wage theory (Akerlof and Yellen, 1986; Drago 
and Perlman, 1989; Lindbeck and Snower, 1988). The latter two theories also give a 
satisfactory explanation of the persistent unemployment, i.e. the hysteresis in unemploy­
ment. In this context the relationship between corporatism and economic performance 
is of importance. The debate on the “Swedish approach”, characterised by centralised 
wage bargaining and an active labour market policy, fits into this discussion. More 
centralised wage bargaining can avoid or reduce the insider-outsider effect. Central 
bargaining is less dominated by the insiders, explaining its positive relationship with the 
employment level. Active labour market policy counteracts the duration dependency 
in unemployment rates.
In general social-economic policy by govemments has two major aims: efficient 
allocation, i.e. full employment both in the short-term as well as the long-term and a 
fair distribution of employment and income. How to achieve both? The latter question, 
moreover, is relevant to the Eastern European countries in transition from centralised 
socialist to capitalist, i.e. free market economies. Full-employment is still considered to 
be a major policy aim. Unemployment is considered to be a burden both in the short- 
and the long run. It represents a waste of human resources and reflects an important 
amount of inefïlciency in economic systems. Stronger economic growth would contrib- 
ute most to employment growth and to solving the unemployment problem. Deregula- 
tion and flexibilisation are supposed to contribute best. Enforcing social guarantees and 
rights for the workers imposes restrictions and rigidities for the operation and manage­
ment of the firms. Full-employment is related to the concept of full-time wage employ­
ment. Also the latter is based on the trade-off between equality and efficiency. How­
ever, this concept resulted in a segmentation of the labour market and the exclusion 
of a considerable number of workers, youth, mothers with children, disabled workers 
and older workers. The assumption that (gender) equity and efficiency are mutually 
exclusive is in discussion. Here, both are considered to be complementary. However, 
meeting the twin goals of equity and efficiency requires significant changes in the 
“system”, including the promotion of part-time employment and the improvement in 
the conditions of atypical employment. This calls for an active government involve- 
ment. Such an approach has been applied for years in Sweden. Not only demographic
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developments, but also the increasing awareness of environmental problems, may cause 
bottlenecks for economic growth. This implies that redistribution of employment is a 
relevant policy option. Work-sharing programs reduce the burden of long-term 
unemployment, despite the budgetary costs they might generate, making the average 
worker better off. The reason for this is that the first few hours spent out of work yield 
a lot of enjoyment as Ieisure and do not entail substantial financial adjustment. The 
longer unemployment persists, the more serious its financial burden will be and work 
skills will deteriorate (Hamermesh and Rees, 1993, pp. 280-281). In this study a new 
full-employment concept is presented, providing both for a higher utilisation rate of 
available labour resources and a more flexible labour market. This new full-employment 
concept includes at least part-time employment — a basic employment — for all people 
in the labour force, combined with a basic income.
Related to labour market policy in the OECD Member Countries the challenges 
for the future are to increase labour force participation rates; to upgrade the skill level 
of the labour force; to increase labour market flexibility and to improve the cost- 
effectiveness of labour market policy (Cf. OECD, 1990c, pp. 19-20; Emerson, 1988, 
pp. 804-806). An important question is how to achieve these central goals? The main 
purpose of this study is to answer this question, on the base of an international 
comparative analysis. The aim of this international comparative research is two fold: 
on the one hand to find out differences between countries in relation to the policy and 
behaviour towards atypical employment relations and, on the other, to illustrate similar 
processes, although certain variables, e.g. country specific situations, differ. In this sense 
this study may be informative and contribute to innovative policy changes of suprana- 
tional and international organisations, of national governments as well as to social 
partners. Moreover, it may help scientific discussions (including the design of cross- 
national survey and case study research) with better points of departure. Because the 
issues raised above are interrelated or even complementary, to arrive at an optimal 
policy mix, four decisions have to be taken simultaneously, that is decentralised or 
centralised wage bargaining, deregulation or regulation, passive or active labour market 
policy and numerical or functional flexibility? To be able to take well founded deci­
sions, in this study the relationship between atypical employment, industrial relations 
and the functioning of the labour market will be analysed. A central question is which 
policy and institutional mix is the best option to achieve both an efficient allocation 
and a fair distribution, i.e. to achieve efficiency and equity. To answer this question 
insight is needed into the consequences of atypical employment at the various levels 
and for the various parties involved. The consequences of atypical employment relations 
can be recorded at three levels: macro, enterprise and individual worker level. The 
choice of a policy mix, moreover, depends on developments in the labour market. 
Hence, future labour market developments will explicitly be taken into account. To 
address the relationship between flexibilisation and deregulation on one side and 
decentralisation on the other side, the developments in the policies applied by the three 
main actors in the labour market, employers, trade unions and governments, have to 
be dealt with. The study looks at both the intended and unintended impact of the 
policies applied. Because labour market flexibility not only has important economic 
dimensions, but also a legal, institutional, cultural and a social dimension, to study 
atypical employment a multidisciplinary approach is applied. Labour economics, labour 
law and industrial relations are interdependent. A final result of the international
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comparative research will not only be a better theoretical understanding of the 
dynamics of labour markets and its implications in the field of industrial relations, and 
vice versa, the study also has labour market policy relevancy. The comparative research 
offers the opportunity to test a number of theories dealing with the impact o f atypical 
employment relations at the macro and micro level, and the theories dealing with the 
way collective bargaining is influenced by these forms of work and vice versa. Also 
theories dealing with the impact of industrial relations on economic and labour market 
performance can be tested. Moreover, based on international evidence the study makes 
recommendations for future labour market policy and for future personnel policy, as 
well as proposing negotiable issues.
The study focuses on numerical flexibility. Wage flexibility and pay flexibility are 
not dealt with. In order to deal with the flexible2 labour issue a distinction is made 
between part-time work on the one hand and temporary work (short-term contracts 
and agency work) on the other. In general terms part-time work can be defined as 
voluntary and regular work on a contract basis, during a part of the day, week, or 
month, that is shorter than the normal working time in the concerned branch or 
organisation and is rewarded in relation to the number of hours worked. This general 
definition covers a variety of types of part-time work, from permanent large and small 
part-time with fixed number and times of contractual working hours, to flexible part­
time jobs, like minimum-maximum contract and on call work, with changing number 
and times of contractual working hours. A general definition of temporary employment 
is work that is considered by the enterprise as well as by the employee to be work that 
will be carried out for a limited of fixed-term period. Hence temporary work in this 
definition can arise from either the nature of the job itself of the job-holder’s availabil- 
ity (or both) and can be either full-time or part-time. This definition includes seasonal 
and casual employment, fixed-term contracts, employment with temporary employment 
agencies, and certain types of government employment schemes. Self-employed and 
sub-contracting are not included. So in both definitions there is consensus between 
employer and employee on the number of hours worked as well as on the period of 
work, and both definitions relate to formal employment. The motivation for this 
limitation is fourfold. In the past governments used temporary and part-time work to 
increase labour supply (in a tight labour market). Now (in a slack labour market) 
governments use these forms of atypical work instruments to reduce unemployment. 
Until the end of the 1970s working-time reduction and the promotion of part-time 
work were seen as a solution for the unemployment problem. During the 1980s the 
policy aiming at a reduction of unemployment has stressed the deregulation and 
flexibilisation of the labour market. In order to increase employment, the legal oppor­
tunities for temporary work have been widened. This division also fits an historical 
trend in the labour market: employment shifted from full-time contracts to part-time 
contracts during the 1970s and from part-time contracts to temporary contracts since 
the beginning of the 1980s. Taking into account the developments in the labour
2 There are no commonly accepted definitions o f the main concepts connected with flexibility. 
Concepts covered by apparently similar terms used may therefore not be the same, e.g. temporary 
work (external numerical flexibility), temporary hiring (externalisation). The reason for this is that 
legal systems and institutional practices vary from country to country (Rojot, 1989, p. 55).
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market (ageing of the labour force; increasing female labour market participation rates; 
by the turn of the century decreasing labour forces and a growing service industry) 
within the OECD area and certainly in Europe, the globalisation of the economies and 
increased competition, part-time and temporary employment will continue to grow, 
probably, at the expense of full-time permanent employment. Moreover, part-time and 
temporary work constitute the large majority of the atypical employment relations and 
part of other atypical labour contracts may be classified as concerning part-time or 
temporary work.3 Finally, unlike the other forms of atypical employment relations, on 
part-time and both forms of temporary employment sufficiënt data are available, 
allowing a international comparative analysis. However, the data on part-time employ­
ment to a large extent are of a qualitative nature and mainly concern national data. 
Comparative international data and research on part-time employment still are limited. 
Moreover, the earlier research results are pardy outdated because of the strong changes 
in the labour market situation. Related to temporary employment the available data 
and research results even are more limited. The increasing globalisation and 
interdependency of the economies, however, makes the availability of comparative 
international data more and more desirable, certainly for the three major economic 
blocks, Europe, Tapan and the United States. Notably with regard to the motives and 
short- and long-term consequences of temporary work additional research is necessary 
to decide on appropriate policy recommendations. Moreover, existing empirical studies 
on atypical employment tend to focus on one form of atypical employment, e.g. on 
part-time employment or on temporary employment. A comparison between the two 
is often absent, while most of the limited number of comparative studies, that take into 
account more than one form of atypical employment simultaneously, are national single 
country studies (See Bolweg et aL, 1986; Warme et al., 1992; Hunter et al., 1993). 
Cross-country studies on atypical employment are confined to labour market analyses 
of European countries (e.g. Brunhes, 1989). This study tries to counter this lack of 
international comparative data and comparative research into the motives and conse­
quences of part-time and temporary work.
The study is mainly policy oriented. From a policy perspective, it is of importance 
to know what the balance is between the traditional system of fidl-time jobs of 
undetermined duration and more flexible types of work, and how the balance has been 
changing overtime. The division of the whole labour force into just two sectors, termed 
“traditional” and “flexible” oversimplifies the differences. But the distinction does make 
sense in terms of labour law. And despite the inevitable differences between countries 
not only in legal classification of workers but also in the terms applied in statistical 
surveys and the everyday labels used by people to differentiate between types of jobs, 
it is usually possible to draw a meaningful distinction between full-time employee jobs 
of indeterminate duration and other work arrangements, in order to examine trends 
overtime and to draw comparisons between countries. The proportion of a country’s 
workforce that falls into the traditional or the flexible sector is thus a new type of 
labour market indicator -  one adopted to the concerns of the 1980s and 1990s
3 There also is a causal relationship between the various forms o f atypical work. For instance, 
part-time wörk may restrict the volume o f informal work, while flexible working arrangements 
creating income uncertainties may very well be an incentive to informal activities.
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(Hakim, 1987). The principle reason for making this distinction between regular and 
marginal jobs is that they are associated with a different pattern of transition between 
labour market states, i.e. the probability of job termination and the moves out of 
unemployment (Atkinson and Micklewright, 1991).
For appropriate decision making related to flexibilisation, it is of importance to have 
insight into its impact at macro and micro level. This study tries to contribute to this 
insight through a presentation and discussion of available data in Europe, Japan and 
the United States of America. However, when discussing the consequences of the 
introduction and expansion of part-time and temporary work, which is a central theme 
of the present study, three points are worth making. First, one has to keep in mind 
that their impact not only depends on the form they take, also on their scope as well 
as on the social and economic policy framework in which they operate. Second, past 
experience is not necessarily a sure guide. History does not repeat itself fully, and the 
economic, social and political context has greatly changed during the past two decades 
and will change in the decades to come. Moreover, it is difficult to make 
generalisations, because the point of departure differs from one country to another and 
the national characteristics are not the same.
In the theory of the flexible firm and other theories explaining internal labour 
market segmentation, employers are supposed to be the main force behind the strive 
for greater numerical flexibility. The use of the various forms of part-time contracts, 
short-term contracts and agency work by employers have different rationales. The study 
explicidy analyses the motives for their use, in order to get insight in the degree of 
complementarity and/or substitutability. The study, moreover, deals with the business 
economic consequences of atypical employment. Not only the management issue 
related to these forms of work are analysed, also the impact on the workers’ side is 
analysed. Three aspects of the quality of work are of importance in this respect: the 
working conditions, the labour relations and the contents of work. The working 
conditions relate to the material conditions under which people are willing to make 
their labour available to the employer. Labour relations relate to the distribution of 
influence, notably on working üme and moments of work The contents of work 
relates to the kind of work that is carried out. The micro-economic consequences also 
have a macro-economic relevancy. As already indicated above, employers and their 
representatives and governments, supported by supply-side economic theory, expect that 
a greater labour market flexibility will have a positive impact on employment. Insight 
in the micro-economic consequences offers the opportunity to establish to what extent 
this is the case. The latter of course will have repercussions for the present and future 
labour market policy.
This study has a practical character. The policy adopted by both sides of the labour 
market and the governments related to part-time and temporary work as well as its 
consequences are analysed. To a large extent, the policy options are determined by the 
concrete labour market situation, the institutional setting, the ruling ideology and the 
view on the functioning of the (labour) market. That is why, the development of a 
theory, i.e. a blue print is not thought to be of use is respect of atypical employment. 
This is even more the case for the business economic consequences of atypical employ­
ment. These consequences are determined by and depending on the specific circum- 
stances per enterprise or institution, within its own dynamic environment. No certain 
theory is created that will be put to a test (rejected or confirmed) in this research, but
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an answer is given to a number of concrete questions. In short the following questions 
constitute the central issue in this study:
— What have been the developments since the first oil crisis in the volume and struc­
ture of part-time and temporary work in the OECD Member States? How can the 
differences or similarities between countries be explained?
-  What is the content of the policy related to part-time and temporary employment 
applied by employers’ organisations, trade unions and governments in the three 
economic blocks -  Europe, Japan and the United States?
-  What are the intended and unintended consequences in the short and long-term of 
these policies for society as a whole, for the enterprises and for the employees?
— What can be concluded from these facts for the design of future labour market 
policy, taking into account a number of projected structural changes in the labour 
market?
The fact that these concrete questions will be answered does not imply that no 
attention is paid to theoretical aspects related to atypical employment relations. In the 
study the theory of implicit contracts, the efficiency wage model, the theory of labour 
market segmentation, the insider-outsider theory, the supply-side economic theory as 
well as the model of the flexible firm are explicitly dealt with. Special attention is paid 
to the policy impiications of the various theories. Moreover, the relevance of the theory 
of the flexible firm in Europe will be tested empirically. The discussion of the Swedish 
approach offers the opportunity to evaluate a number of policy options that are based 
on supply-side economic theory. Sweden is a case in point here for another reason; it 
has high (female) labour force participation rates, high employment/population rates, 
low real wage rigidity and has long had a high proportion of part-time women who 
work relatively long hours, have job security and full social benefits and are highly 
unionised. Also temporary employment is considerable, but more regulated and less 
precarious in Sweden and highly unionised.
1.3 PLAN OF T H E  B O O K
In the remainder o f the book, Chapter 2 deals with the development of atypical 
employment relations, i.e. part-time work and temporary work, within the OECD 
Member States since the first oil crisis. The purpose of Chapter 2 is to describe in 
detail for the OECD Member Countries the evolution of part-time and temporary 
employment and to review the main determinants of growth of both forms of atypical 
employment. In this chapter also the major differences in the volume and in the 
structure of part-time and temporary Work between the European countries, Japan and 
North America are explained. Two other important questions answered in this chapter 
are: are there diverging or converging trends in the developments and characteristics 
of part-time and temporary employment between countries and are these forms of work 
supply-side, i.e. voluntary or demand-side dominated, i.e. involuntary. Another issue 
of importance that is addressed in this chapter is the substitution of part-time for full­
time employment and the substitution of temporary employment for permanent 
employment.
In Chapter 3 the motives of employers for the use of the various forms of part-time 
and temporary employment and the short-term and long-term consequences of the
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policy adopted by employers and their organisation for the functioning of the labour 
organisation are investigated. Employers tend to underestimate the (dis)advantages of 
part-time (temporary) employment and overestimate the (dis)advantages of (part-time) 
temporary employment. Contrary to the pretended preference, practice shows that 
employers are often reluctant to introducé and extend part-time work. Employers are 
the most important factor behind the growth of temporary employment. Some of these 
unfounded notions will be dispelled through a presentation and discussion of available 
data in Europe, Japan and the United States of America. It is argued that part-time 
employment is heterogenous and that permanent part-time employment can play an 
intermediate position between permanent full-time and flexible labour, i.e. between 
functional and numerical flexibility. The theory of the flexible firm and other theories 
explaining internal labour market segmentation are discussed. What lessons can be 
learned from the difference in experience with internal and external labour market 
flexibility in Europe, Japan and the United States? It is argued that increasing numeri­
cal flexibility not necessarily results in stabilising (business) economic indicators. Too 
much emphasis on the latter not only has long-term disadvantages, but may also be 
disadvantageous in the short-term. Taking into account a number structural develop­
ments employers should put more emphasis on functional, i.e. long-term flexibility and 
on numerical flexibility from the core, including minimum-maximum and flexiyear 
contracts. The latter promote regular temporary work and reduce the present segmenta­
tion forces.
Chapter 4 deals with the contents and the impact of trade unions’ policy towards 
atypical employment in Europe, Japan and North America. The attitudes and policies 
of trade unions towards these forms of work are reviewed and commented upon. 
Although their position is slowly changing, trade union organisations, notably in 
Europe, continue to regard a general reduction of working time as the single form of 
work reorganisation most likely to improve both the employment situation and the 
working and living conditions of wage-earners and their families. It is argued that part­
time work and general working time reduction produce similar effects and that the 
promotion of part-time work is even more in line with the central aim of trade union 
organisations, the creation of secure new and additional employment. Trade unions’ 
opposition to part-time and temporary employment is in line with what the insider- 
outsider theory predicts. Trade union policy resulted in segmented, i.e. dual internal 
and external labour markets. The suitability of the present trade union structure for 
representing the interest of flexible workers is discussed. It is also argued that atypical 
employment contracts are inevitable anyway and that trade unions should adopt part­
time work as an alternative to insecure forms of work and as a policy to organise the 
new entrants in the labour market.
Chapter 5 analyses the contents and the effectiveness of the measures taken by 
govemments in the OECD Member Countries to promote part-time work and tempo­
rary work. The effectiveness of the supply-side economic proposals of deregulation and 
flexibilisation as an employment generating policy is discussed. It is argued that the 
results are disappointing. Moreover, in most OECD countries, the exclusion of atypical 
employment contracts from employment protection Iegislation and from social security 
coverage resulted in both external and internal labour market segmentation. Sweden 
is an exception to this rule. Experience in the United States shows that employment 
security Iegislation beyond what the market delivers could be advantageous. Absence
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of employment security and intensive use o f short-term numerical flexibility may result 
in undertraining and decreased long-term efficiency and flexibility. Besides the negative 
impact of temporary employment on skill acquisition, there also is a negative impact 
on capital accumulation, and hence on future (employment) growth. Regular part-time 
work is presented as an alternative for uncertain temporary jobs. A legal right to part­
time employment reduces the power of the insiders. Legal dismissal protection my 
reinforce careful, more systematic, and more forward-looking firm level human resource 
management policies. A certain measure o f convergence in policy towards more 
government involvement in Europe, Japan and the United States can be found, notably 
related to atypical employment.
In Chapter 6 the results are presented of an empirical analysis of the rates o f part­
time and fixed-term employment in eight European countries (Belgium, Denmark, 
Germany, Ireland, Italy, the Netherlands, Spain and the United Kingdom), based on 
a unique and large set of comparable establishment data collected by the European 
Foundation for the Improvement of the Living and Working Conditions. The aim of 
the micro analysis presented in this chapter is to explain the variation in the rates of 
part-time employment and fixed-term employment and to test a number of hypotheses 
that are based on previous chapters. A muitivariate regression analysis is applied to 
explain the variations in the rates of both forms of atypical employment in general and 
of certain types of part-time and fixed-term employment. O f interest is the question 
if there is a common pattern of explaining factors in Europe as a whole or whether 
country-specific pattems can be distinguished. Two kinds of independent variables are 
used: independent variables that refer to establishment characteristics of a more 
quantitative and more objective nature and those that refer to experience, i.e. perceived 
advantages and disadvantages, with part-time and fixed-term employment. The estab­
lishment is an interesting and adequate unit for analysis of practical experience with 
these forms of work. Moreover, the relevance of the theory of the flexible firm for the 
eight countries will be established by applying correlation analysis. O f course one of the 
most interesting parts of the analysis is the comparison of the different countries and 
within a specific country between different sectors of activity.
In Chapter 7 the Swedish approach -  based on the assumption that whereas 
individual firms could be efficient, the market system itself would not be and on the 
right-to-work principle — is analysed. An explanation is offered for the secure part-time 
and temporary jobs in Sweden relative to other OECD Member Countries. The central 
question that will be addressed in this chapter is: what can be learned from the Swedish 
experience by other countries suffering from high (long-term) unemployment? The 
Swedish approach, moreover, offers the opportunity to evaluate a number of policy 
options that are based on supply-side economic theory, put to practice for a long time. 
A primary concern of public labour market policy in the 1990s and beyond is to 
improve the internal and external labour market flexibility, i.e. to improve labour 
market efficiency and to raise the labour force participation rates in the OECD 
countries. What can be learned from the Swedish experience in this respect? The trade- 
off between industrial relations and economic performance is also discussed in this 
chapter. Although highly regulated, the Swedish labour market, is as flexible as in the 
United States and Japan. It illustrates that equality and efficiency in the labour market 
are complementary. Income maintenance for the unemployed may increase the unem­
ployment rate and the duration of unemployment. Passive labour market policies create
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a reserve that cannot be used when necessary. It does not help in relieving either 
quantitative or qualitative discrepancies in the labour market. It is argued that 
corporatism and economic performance are positively correlated, that a more active 
involvement of governments is needed to counteract hysteresis and to avoid the 
segmented labour market, and that centralised bargaining is needed to achieve the 
desired functional flexibility by means of training. In Sweden, part of the active labour 
market measures can be classified as supply-side activities enhancing labour market 
flexibility. The chapter also addresses the exportability of the Swedish approach.
In the final Chapter 8 conclusions are drawn and policy recommendations are made 
in the direction o f the trade unions, the employers’ organisations and the governments, 
against the background of the changing demographic composition of the labour force 
in all OECD countries, the globalisation of the economies, the persistent unemploy­
ment, notably in Europe, the establishment of the European internal market4, and new 
technology. O f importance in relation to the desired increase in participation rates and 
the financability of social expenditure is the discussion on the full-employment concept. 
The two major aims of economic policy -  efficient allocation and a fair distribution 
of work and income — may be contradictive, or at least difficult or impossible to 
achieve simultaneously, by a policy of deregulation and a passive labour market policy. 
This tension may be summarised by “efficiency versus equality”, i.e. more efficiency 
will be at the expense of equality, while more equality will be at the expense of 
efficiency. Trade-offs are the central object of study of the (labour) economist. It is 
argued that this big socio-economic trade-off between efficiency and equality turns out 
to be a positive relationship.5 The author makes a plea for more active government 
involvement in the labour market and a policy of reregulation instead of deregulation 
to increase the labour utilisation rate, to reduce long-term unemployment and to make 
the labour market more flexible, and that removes and then prevents the segments in 
the labour market created by incumbent workers and employers at the decentralised 
level. The Swedish approach is presented as a possible alternative for the policy of 
deregulation and flexibilisation. A more centralised wage bargaining and stronger 
unions are conditions sine qua non for this active labour market policy. The 1980s was 
the decade of consensus between governments and employers, the 1990s could become 
the decade of consensus between governments and trade unions. It is argued that the 
trend towards more decentralisation of wage bargaining should be reversed. The 
functional flexibility may partly serve as an alternative for numerical flexibility. Calcula- 
tions are presented to show the role part-time employment can play in increasing the 
labour market participation rates in the OECD, and in increasing the utilisation of 
available labour resources. Recommendations are put forward to promote regular part­
time jobs and to improve the position of flexible part-time and temporary workers. 
These include: extension of job security towards atypical employment, notably the
4 In this book the term European Community (EC) is used, also when referring to the 
European Union (EU).
5 Exclusion is the main form of discrimination in labour markets. It creates unequal opportu- 
nities, unequal income and inefficiency. Also unequal access to education is a source o f economic 
efficiency. Okun (1975) argues that both efficiency and economic equality can be increased by 
public policy attacking some inequalides o f opportunity, such as racial and sexual discrimination 
in jobs.
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marginal jobs, individualisation of social security, promotion of secure part-time jobs; 
job-sharing; part-time parental leave; organisational support; separate income tax 
systems to replace joint taxation; thresholds in contributions and high progressive tax 
rates and the abolition of ceilings to the social security contribution and flat-rate 
contributions; gradual retirement schemes, a right to part-time employment, agreement 
on target figures, quotas and feasibility studies. Dictated by common developments in 
the labour markets in Europe, Japan and the United States and the limits put by the 
environment a convergence in the labour market policy may be expected in the 1990s 
and beyond. Like in the field of economic policy, also in the field of labour market 
policy and social policy co-ordination is needed. A plea is made for a new full-employ- 
ment concept, by the introduction of a legal right to a basic amount of employment, 
i.e. a right to at least part-time employment for all, and to combine this right with a 
right to a (partial) basic income. This new full-employment concept not only is 
economically efficient, it also is socially desirable.
CHAPTER 2
International Developments in Atypical
Employment
2.1 IN T R O D U C T IO N
This chapter analyses the developments in the volume and the structure o f atypical, i.e. 
part-time and temporary employment. The purpose of this chapter is to show, for the 
OECD Member Countries, the converging and diverging trends in the evolution of 
part-time employment since the oil crisis of 1973 and in temporary employment since 
the beginning of the 1980s, to review the main determinants of growth of both forms 
of atypical employment, and to explain the major inter country differences.
The chapter is organised as follows. First in Section 2.2 the international develop­
ments in part-time employment are analysed. The following issues are dealt with: the 
overall size and structure of part-time employment, the trends in part-time employment 
since the first oil shock and its contribution to net employment growth, the determi­
nants of part-time employment, the distribution of part-time employment by industry 
and by age and sex, the size of the part-time jobs and the (in)voIuntariness of part-time 
work. In Section 2.3 the international developments in temporary employment are 
analysed. Attention is paid to the overall size and structure of temporary employment, 
the trends in temporary employment during the 1980s, the determinants o f temporary 
employment, the distribution of temporary employment by industry, by age and sex 
and the (in)voluntariness of temporary work. Conclusions are drawn in Section 2.4.
2.2 IN T E R N A T IO N A L  D E V E LO PM EN T S IN  PA R T-TIM E E M PLO Y M EN T
2.2.1 Overall Size and Structure of Part-time Employment
Table 2.1 shows data on the overall size and structure of part-time employment in 18 
OECD Member Countries. The definition of a part-time worker differs substantially 
across countries. Essentially three approaches can be distinguished (OECD, 1990a, p. 
41): a classification based on the worker’s perception of his/her employment situation; 
a cut-off (generally 30 or 35 hours) based on normal working hours, with persons 
usually working less than this cut-off being considered part-timers; a comparable cut-off 
based on actual hours worked during the reference week. A criterion based on actual 
hours will generally yield a part-time rate higher than one based on normal hours. The 
impact on the part-time rate o f a classification based on worker’s perception relative to 
the one based on a fixed cut-off is not entirely clear. In France a change from actual 
hours cut-off to one based on respondent’s perception resulted in slighdy higher 
estimates (OECD, 1993, p. 188). In Canada, Japan and the United States seasonal and 
casual part-time workers are included in the statistics, implying a (considerable) increase 
in the level of part-time employment. In the European Labour Force Sample Survey 
on the other hand, the respondents indicate both the number of hours normally worked
Table 2.1 Overall size and structure o f part-time employment (1973-1990) (percentages) 00
Part-time employment as a proportion of:
Women's share in 
part-time employmentTotal employment Male employment Female employment
1973 1979 1983 1990 1973 1979 1983 1990 1973 1979 1983 1990 1973 1979 1983 1990
Australia 11.4 15.9 17.5 21.3 3.4 5.2 6.2 8.0 27.3 35.2 36.4 40.1 79.6 78.7 78.0 78.1
Austria 6.4 7.6 8.4 8.8’ 1.4 1.5 1.5 1.6“ 15.6 18.0 20.0 20.0b 85.8 87.8 88.4 88.8“
Belgium 2.8 6.0 8.1 10.2* 0.4 1.0 2.0 1.7“ 8.2 16.5 19.7 25.0b 89.8 88.9 84.0 89.6“
Canada 10.6 12.5 15.4 15.4 5.1 5.7 7.6 8.1 20.3 23.3 26.1 24.4 69.5 72.1 71.3 71.0
Denmark 17.0 22.7 23.8 23.7b 1.9 5.2 6.6 9.0b 40.3 46.3 44.7 4l.5b 93.4 86.9 84.7 79.4b
Finlandb 3.9 6.7 8.3 7.2 1.4 3.2 4.5 4.4 6.7 10.6 12.5 10.2 81.0 74.7 71.7 67.8
Franced 5.1 8.2 9.7 12.0 1.4 2.4 2.6 3.5 11.2 16.9 20.0 23.8 82.1 82.2 84.4 83.1
Germany 7.7 11.4 12.6 13.2» 1.0 1.5 1.7 2.1b 20.0 27.6 30.0 30.6b 92.4 91.6 91.9 90.5b
Greece 6.5 5.5b 3.7 2.9b 12.1 10.3b .. 61.2 65.7b
Ireland 4.0 5.1 6.6 8.1b 1.8 2.1 2.7 3.8b 10.1 13.1 15.5 17. lb 67.5 71.2 71.6 68.2b
Italy 3.9 5.3 4.6 5.7“ 2.3 3.0 2.4 3.1“ 8.5 10.6 9.4 10.9“ 55.4 61.4 64.8 64.7“
Japan 7.9 15.4 16.2 17.6* 4.8 7.5 7.3 8.0“ 17.3 27.8 29.8 31.9“ 60.9 70.1 72.9 73.0*
Luxembourg 4.5 5.8 6.3 6.5b 1.0 1.0 1.0 2.0b 13.9 17.1 17.0 15.l b 83.3 87.5 88.9 80.0b
Netherlands' 4.4 16.6 21.4 33.2 1.1 5.5 7.2 15.8 15.5 44.0 50.1 61.7 80.4 76.4 77.3 70.4
New Zealand 10.8 13.9 15.3 20.1 4.7 4.9 5.0 8.5 22.0 29.1 31.4 35.2 71.3 77.7 79.8 76.1
Norway 23.5 25.3 29.0 26.6 8.7 7.3 7.7 8.8 47.6 50.9 63.3 48.2 77.0 83.0 83.7 81.8
Portugal 7.8 5.9“ 2.5 3.1“ 16.5 10.0“ 80.4 69.8“
Spain .. 4.8“ 1.6“ 11.9“ 77.2“
Sweden 18.0 23.7 24.8 23.2 3.7 5.4 6.3 7.3 38.8 46.0 45.9 40.5 88.0 87.5 86.6 83.7
United Kingdom 15.3 16.4 19.4 21.8“ 1.8 1.9 3.3 5.0“ 38.8 39.0 42.4 43.8“ 92.1 92.8 89.8 87.0“
United States 13.9 16.4 18.4 16.9 7.2 9.0 10.8 10.0 24.8 26.7 28.1 25.2 68.4 68.0 66.8 67.6
“Data are for 1989; bData are for 1988; 'Break in series in 1985.
“The 1990 data for male employment include conscripts, contrary to the situation for earlier years. 
Source.O ECD, 1983; 1985; 1991.
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by their colleagues and the number they themselves actually worked during the reference 
week. If the actual hours are fewer than the normal hours worked by their colleagues 
they are counted as part-time workers, even if they describe themselves as full-time 
workers. The fact that there is no single cut-off point yields lower estimates than using 
a cut-off definition (De Neubourg, 1985; ILO, 1989). In some countries, thé hours 
cut-off is based on hours for the main job, in others on total hours for all jobs. That 
is why the data may not always give a coherent picture o f country-to-country differ­
ences, and hence comparisons of levels or proportions between countries require some 
caution. However, trends within countries and comparisons of trends between them 
are probably meaningful. Bearing this reservation in mind, six main points can be 
mentioned related to the overall size and structure of part-time employment. First, there 
is a great divergence in the importance of part-time employment between countries. In
1990 the share o f part-time work in total employment varied from 5-6% in Greece, 
Italy, Portugal and Spain to more than 20% in Australia, Denmark, Norway, Sweden 
and the United Kingdom, and more than 30% in the Netherlands. In Japan and the 
United States the proportion was around 17% in 1990. These differences seem likely 
to be real despite the problems of comparability. Second, the proportion of part-time 
employment in male employment is much lower than the proportion of part-time 
employment in female employment. Third, among females the proportions of part-time 
employment show larger inter country variation. Among males the proportion ranges 
from around 2% in Austria, Belgium, Germany, Luxembourg and Spain to 10% in the 
United States and almost 16% in the Netherlands. The proportions of part-time in 
employed females range from 10-11% in Finland, Greece, Italy and Portugal to over 
40% in Australia, Denmark, Norway, Sweden and the United Kingdom, and to over 
60% in the Netherlands. Fourth, part-time work is much more associated with female 
employment than with male employment. The female share in part-time working is very 
large everywhere, particularly in Belgium, Germany and the United Kingdom where 
it was around 90% in 1990. In Greece and Italy, where the female share is low, it still 
was around 65%. In Japan the female share was 73% and in the United States over 
67% in 1990. Fifth, the proportion of part-time employment in total employment 
increased considerably in most OECD countries between 1973 and 1990. High 
increases in the proportion of part-time employment in that period are recorded in 
Australia, Belgium, France, Japan, the Netherlands and New Zealand. A number of 
these countries started with relatively low proportions.1 Modest increases were recorded 
in Canada, Ireland, Italy, Luxembourg, the Nordic countries, the United Kingdom and 
the United States. A number of these countries already had considerable proportions 
of part-time employment. Unlike all the other countries, in Italy, between 1979 and 
1983, the proportion of part-time employment in total employment declined. While 
is most countries the proportion of part-time employment rose in the second half of
1 In the Netherlands, apart from changes in the definition, the growth o f part-time employment 
can be attributed to specific measures to encourage part-time employment taken, from 1979 on, 
by the Dutch government to redistribute employment and reduce (youth) unemployment (De 
Neubourg, 1985) (See also Chapter 5). As a result part-time employment is relatively high among 
the young, and less concentrated on women than, for instance, in Belgium, Denmark, Germany, 
Norway, Sweden and the United Kingdom (Cf. Bruegel and Hegewisch, 1992) (See also Subsection 
2.2.5).
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the 1980s, there was a decrease in Greece, the Nordic countries and the United States. 
In Canada it remained unchanged. Sixth, the proportions of male and female part-time 
employment show a similar development. Their proportions increased in almost all 
countries over the past two decades. The increases in the low male rates were consider- 
able (doubled or tripled) in a number of countries, notably in Australia and most 
European countries, but were modest in Japan, Italy, Norway and the United States. 
In Belgium, Finland, Greece and the United States the proportion of male part-time 
workers decreased in the second half of the 1980s. The relatively high proportions of 
female part-time employment show only modest increases in most of the countries over 
the past twenty years. Excepdons are Belgium, France, the Netherlands (doubled or 
tripled) and also Japan. In the United States it rémained rather constant. In the second 
half o f the 1980s, the proportion of part-time in total females employed decreased in 
Canada, Denmark, Finland, Greece, Luxembourg, Norway, Sweden and the United 
States. Despite the fact that part-time work is also becoming popular among men, the 
overwhelming majority of all part-time workers is formed by women, most of whom 
are married (De Neubourg, 1985; OECD, 1987a).
2.2.2 Growth of Part-time Employment
In order to assess the importance of part-time employment for net employment growth 
in this subsection the growth rates of part-time and full-time employment will be 
analysed. An issue of importance here is the substitudon of part-time for full-time 
employment (See also Subsections 2.2.4 and 2.2.5). From Table 2.2 it may be con­
cluded that, although there are differences in the cyclical development, part-time work 
has grown in importance in all OECD countries over the past two decades. Since the 
first oil shock, in many countries, particularly in Europe, part-dme employment has 
condnued to grow whilst full-time employment has been stagnating or even declining. 
However, there are considerable differences in development between the European 
countries. In France, Germany, the Netherlands and the United Kingdom part-time 
employment was the more dominant source of overall job growth, while in Italy part­
time employment decreased between 1973 and 1983.2 During (parts) of the 1980s the 
volume of part-time employment also decreased in the Scandinavian countries, notably 
in Sweden, and also in Austria, Portugal and Spain. In Japan and the United States both 
full-time and part-time employment have grown since the mid-1970s although, in 
Japan, part-time growth rates are somewhat more significant than full-time equivalent. 
During the 1980s also in Canada full-time employment grew faster than part-time 
employment (See also OECD, 1987a; Hart, 1987, p. 28; De Neubourg, 1985, p. 
561).3 Between 1973 and 1979, part-time employment in Europe grew by 2% a year, 
compared with an annual growth rate of 0.5% for those in full-time jobs. The growth 
in the number of part-time jobs accelerated further between 1979 and 1985 to 3% at
2 However, a good deal o f the concealed employment prevalent in Italy is done on a part-time 
basis. Also the defïnition o f part-time employment may have changed (OECD, 1985, p. 27).
3 Canada, Finland, Luxembourg, the United Kingdom and the United States show significant 
reductions in the youth population over the last decade, which suggest that increasing full-time 
work among women (in addition to, or in some cases, instead o f increased participation) may be 
in part substituting for the reduction in the number o f young workers. In Scandinavia the drop 
in youth population has not yet reached such proportions (OECD, 1990a, p. 23).
Table 2.2 Full- and part-time employment (average annual growth rates), 1973-1989





































Australia 0.4 7.5 0.8 6.6 2.2 4.3 -1.5 1.9 2.6 5.0 3.1 8.5 0.8 8.2 3.6 4.1 3.3 8.7
Austria 1.8 8.0 1.5 3.2 1.0 1.3 -1.3 3.1 1.0 -10.1 1.5 0.2 -0.2 10.5 0.2 2.5
Belgium 0.0 13.4 -0.4 5.3 -1.0 2.3 -2.1 11.2 -0.1 3.6 -0.2 9.7 -0.1 5.9 1.5 0.9 0.8 5.7
Canada .. 2.3 7.1 2.3 6.9 -2.5 5.0 2.4 2.9 2.7 2.9 3.2 0.9 3.0 4.3 2.3 0.3
Denmark .. 1.7 4.0 -2.1 0.6 -0.4 0.4 1.7 3.3 3.5 -0.2 -0.3 2.9 0.1 -2.7
Finland .. .. -0.1 -0.2* 1.8 7.4 0.3 7.0 1.0 0.5 -0.1 -2.0 -0.2 -1.0 1.1 -8.7 1.4 2.7
France 0.6 8.3 0.4 0.4 -0.2 0.3 -0.9 7.7 -1.3 5.6 -0.7 7.8 0.2 0.4 0.5 2.9 1.0 1.3
Germany -2.5 3.2 0.4 0.9 1.2 4.2 -1.3 1.6 -0.1 0.5 1.7 3.1 1.5 0.0 0.1 4.6 .. ,,
Ireland 2.8 -4.2 -1.1 6.2b -2.1 -3.4 0.7 -3.1 -0.3 14.7 -0.8 13.8
Italy 1.7 -2.4 1.9 -1.1 1.2 -0.8 0.2 -5.0 0.0 7.2 0.8 -4.5 -0.7 11.5 1.7 1.9 -0.7 2.0
Japan -0.7 12.5 1.7 0.9 1.9 3.9 1.0 3.1 0.5 1.6 0.6 1.8 1.0 0.7 1.3 3.6 1.1 6.2
Luxembourg 2.3 0.0 -0.8 -2.9 .. .. 0.9 5.7b 0.7 5.4 2.7 1.2 2.3 8.6 3.7 -5.1 M
Netherlands -0.3 4.4 0.8 5.4 .. -2.7 6.0 0.1 6.0 d d d d 1.3 6.4 1.4 3.4
New Zealand 3.1 9.5 0.7 3.8 -0.1 2.7 -0.6 2.1 2.2 6.5 -0.9 2.8 0.4 1.6 -3.9 -2.1 -1.7 4.0
Norway .. 1.0 6.2 1.1 3.5 -0.4 2.4 2.4 -0.2 3.4 4.0 2.1 1.1 -0.4 -1.2 -7.4 11.4
Portugal .. .. .. .. 2.3 7.4 2.5 5.5 2.6 -6.5
Spain .. .. .. .. .. .. .. 3.3 -3.7 4.7 -7.4
Sweden 1.7 5.1 -0.9 6.9 -0.1 2.6 -0.1 0.2 0.8 -1.4 1.2 -1.5 i d 2.4 -1.3 2.5 -1.3
United Kingd. -0.9 3.1 1.0 -0.1 -2.6 2.5 -2.0 3.0 0.4 6.4 -0.2 2.2 1.8 4.0 3.4 3.4 3.3 2.2
United States' -1.0 1.3 3.9 3.6 0.1 0.5 -0.6 3.9 3.7 0.3 2.2 2.4 2.7 2.2 2.4 1.4 2.2 1.1
(5-6) (2.4) (3.9) (5.0)
*1976-1979. 
bl 979-1983.
‘Part-time workers for economic reasons are excluded from part-time emplyment. Figures in parentheses indude this group in part-time employment. 
dBecause a series breaks, estimates have not been calculated.








an annual rate, whereas the number of full-time jobs remained virtually static. In 
Belgium, France and the United Kingdom, the acceleration in part-time employment 
growth was accompanied by persistent declines in full-time jobs (OECD, 1987a). During 
the 1973-1981 period in North America, where the number of employed grew strongly, 
the jobs created were largely full-time jobs: only one in every five new jobs created was 
a part-time job. This is in marked contrast to Europe, where employment grew very 
slowly: one out o f every two new jobs was a part-time job. The situation in Japan and 
New Zealand (around one out of every three) was somewhere between the two while 
the Australian case was rather similar to Europe (OECD, 1983, pp. 43-45). These 
differences between Europe, Japan and North America also apply in the 1980s (See also 
Table 2.2). In the 1979-1986 period employment increased 12% in Canada, and over 
13% in Japan and the United States. In the latter two countries about three-quarters 
of this employment gain was in full-time jobs, whereas in Canada over two-fifths were 
part-time jobs. Some, but not all, of this difference may reflect different phases of the 
cyde in these countries. In Australia employment rose about 10%. Part-time employment 
accounted for about 45% of the employment gain (OECD, 1987a, p. 34). In the 
European Community, between 1983 and 1986 three out of four additional jobs were 
part-time; 80% of all net additional employment was female; only service-sector employ­
ment increased whereas employment in manufacturing was still declining. In 1987-1989 
the contribution of part-time employment to net employment creation was 45% (Euro­
pean Economy, November, 1988, pp. 104-105 and December, 1991, p. 136). In the 
United States, in contrast to most European countries, about 90% of the jobs created 
in the year 1987 to March 1988 were full-time. In Canada, also only a small percentage 
of the employment growth in 1987 was accounted for by part-time jobs, compared with 
over two-fifth of total employment creation over the period from 1979 to 1986. Also 
in Japan most of the new jobs in 1987 are full-time: less than 25% of the increase for 
employees in non-agricultural activities in 1987 to the first quarter of 1988 was in part­
time jobs (OECD, 1988b, p. 32). From Table 2.2 it can also be derived that there has 
been no general tendency for part-time to replace full-time employment. In general terms 
there has been no pronounced general tendency for part-time employment to grow in 
years in which full-time employment has fallen markedly, although the United Kingdom 
in the first half of the 1970s, Belgium and Japan between 1973 and 1975, Ireland and 
Italy in 1987, Belgium in 1986, Austria in 1987 and Norway in 1989 may be excep­
tions. In Austria, Finland, Portugal, Spain and Sweden a reverse picture can be found 
in certain time periods. But these data are heavily dominated by the stage of recovery 
in these countries; it is likely that part- and full-time jobs exhibit different cyclical 
patterns. Moreover, their is an industry specific development to it.
2.2.3 Determinants o f Part-time Employment
The diverse trends and the wide variation in the relative share of part-time employment 
across OECD countries suggest that no single factor can explain the growth of part-time 
Work. The rapid growth of part-time employment over the last two decades can be 
attributed to both demand and supply factors. On the demand-side, the continued shift 
in the structure of the economies from agriculture and industry towards the service 
sector is a major factor (OECD, 1983, pp. 46-49). These long-term structural shifts 
are reflected in differential employment trends by sex and in the part-time/full-time 
composition of jobs. The run-down in industrial employment has hit male employment
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growth harder than females, who have traditionally been more concentrated in services. 
Part-time workers provide an essential element o f flexibility in the labour input in many 
service activities. Part-timers may be brought in at (predictable) peak times and to cover 
regular and anticipated variations in demand, thereby avoiding underemployment of 
full-time staff during off-peak periods, or overtime payments in busy periods and enable 
establishments to remain open longer, e.g. on evenings or weekends (See also Chapter 
3). For these reasons, there appears to have been some shift in employer preferences 
towards more reliance on part-time work as a means o f providing greater employment 
flexibility. Recruitment and personnel policies applied by the enterprise management 
are also relevant factors on the demand-side. Moreover, to the extent that business 
uncertainty about future output prospects and job protection have increased, employers 
may have become more reluctant to hire full-time workers, but hire part-timers (OECD, 
1983, p. 48; OECD, 1987b, p. 35). Offering part-time employment may also be used 
as a way to avoid dismissals. During a downturn employers may cut back on the hours 
of work of the existing workforce and, to the extent that any new hiring is undertaken 
it may only be for part-timers, resulting in involuntary part-time employment (See 
Subsection 2.2.7). Part-time employment may also serve to tap additional labour 
resources and increase the supply of labour, especially from married women with young 
children seeking part-time jobs (OECD, 1985, p. 289). Which motive prevails, largely 
depends on the labour market situation. In a tight market the “tap”-motive will prevail, 
while in a slack market with reduced union strength, the employer centred flexibility 
motive, resulting in part-time jobs with variability in working hours, will prevail (Cf. 
Bruegel and Hegewisch, 1992). So, the business cycle has its impact on the demand 
for part-time employment. Also the shift from large-scale establishment employment 
to small business contributed to the growth of part-time employment. Labour costs 
consideration also appear to be an important influence. The hourly wage rate for part­
time workers in Europe, Japan and the United States is often (15-20%) lower than for 
comparable full-time workers (See Albeda et aL, 1978; Jallade, 1982; Delsen, 1986a; 
Nollen et al., 1978; Owen, 1978; Ehrenberg et al., 1988; Inohara, 1990; Warme et al., 
1992).4 In many OECD countries, especially in Europe, substantial growth in part-time 
employment has gone hand-in-hand with increases in non-wage labour costs (OECD, 
1983, p. 46). Part-time workers are not necessarily entided to the same range of fringe 
benefits as full-time workers. In most OECD countries, certain groups of part-timers 
are not covered by employment protection legislation. This creates, ceteris paribus, an 
incentive for employers to hire part-timers, notably on marginal jobs. There are many 
examples of partial coverage, existing in Europe, Japan and the United States. Also the 
structure and the level of taxation is of influence on the demand for part-time employ­
ment in the private sector (See Chapter 5).5
On the supply-side the major factor is the growing female participation in the 
labour market. This trend has been especially noticeable in married women, whose 
participation rate has increased substantially in all OECD countries. Factors that play
4 An exception is Australia where part-timers get higher hourly wages than full-timers to 
compensate for poorer access to fringe benefits (OECD, 1983, p. 46).
5 In addition, some European countries have actively sought to expand opportunities for part­
time work in the public sector. Although of importance, this is outside the focus o f this study.
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a role here are the need to supplement the (family) income, the reduction in the 
number of children per family, a higher education, the availability of child care and 
changing opinions about the role patterns in society. These supply factors will gain 
relevancy in times o f labour shortages. Both longitudinal national and international 
cross-country research in the OECD, shows a close and statistical significant relation­
ship between the overall female participation rate and the evolution of part-time 
employment (See Gershuny, 1983, pp. 125-129; OECD, 1983, p. 48). In the United 
States and Canada, and to a lesser extent in Australia, there also has been an increasing 
tendency among youth to combine education and part-time employment. Older 
workers, notably in Europe and Japan, prefer to work part-time in order to retire 
gradually (See Subsection 2.2.5). Hence, the development in part-time employment 
partly reflects changes in the demographic composition of the labour force. The secular 
change in the structure of employment in all OECD countries towards services, where 
most part-time jobs are concentrated, has facilitated the entry into the labour force of 
employees who do not wish to work a full-time schedule. This applies particularly to 
the distributive trades and private personal services. The business cycle, i.e. the labour 
market situation not only has its influence on the demand for part-time employment, 
it also has its influence on the supply of part-time labour. In case of unemployment 
workers will be willing to accept a part-time job. On the other hand a tight (slack) 
labour market may induce additional (reduce) supply of labour, notably part-time 
labour of women (discouraged worker effect). Moreover, the slower growth in real 
earnings oVer the past few years together with rising unemployment may have contrib- 
uted to the part-time labour supply (additional worker effect).6 In part the latter effect 
may also be the result of part-time employment. Supply of part-time work will result 
in additional supply of part-time labour, to compensate for reduction in family income 
and additional demand to fill up the partial vacancies. Also trade union policy towards 
atypical employment contracts has contributed to the development of part-time 
employment in Europe, Japan as well as in North America (See Chapter 4). Measures 
taken by governments to protect part-timers and initiatives to promote part-time work, 
notably in Europe and Japan in the 1980s, have also contributed to the growth of part­
time labour supply. Tax policy also has its (unintended) influence on the supply of 
part-time labour. Some social policies may also have encouraged certain groups of 
workers to seek part-time jobs, e.g. “entry jobs” and “growth jobs” for young workers 
and “exit jobs” for the older workers (See Chapter 5). Last but not least, differences in 
the importance and distribution of part-time work are related to cultural differences 
and changes in culture, e.g. in the opinion on the role of males and females in society 
and on the value attached to paid and unpaid work.
2.2.4 Part-time Employment by Industry
The differences in the rate of part-time employment between countries can partly be 
explained by differences in the economic structure, i.e. the distribution of employment
6 Marshall (1989, p. 42) found a significant statistical relationship between unemployment 
rates and part-time employment proportions in France (1971-1987) (R2=0.95; £=17.91) and 
between female part-time employment and total unemployment rates (1974-1987) in the United 
Kingdom (R2=0.82; 1=7.75).
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by economic sector and by enterprise size. The analysis of the sectoral developments 
can answer to some extent the quesdon about the business cycle sensidvity o f part-time 
employment as well as the existence of a general tendency of part-time employment to 
replace full-time employment. Aggregating across industries into the three broad sectors, 
namely agriculture, industry and services, the major patterns in the sectoral distribution 
of part-time employment are as follows (OECD, 1983, pp. 50-51) (See also Table 2.3):
-  The share of agriculture in total part-time employment difFers substantially among 
countries, tending to be large in those countries (Ireland (30%), France (14%), Greece 
(42%), Italy (25%), Japan (23%) and Luxembourg (24%)) where agriculture accounts 
for a substantial part of total employment. In the Netherlands, New Zealand and the 
United Kingdom the share is below 3%;
-  The share of manufacturing ranges from 18% in Germany and more than 20% in 
Japan to only 5% in Canada and the United States;
— Wholesale and retail trade, restaurants and hotels generally account for 20-30% of 
part-time employment; in New Zealand and the United States this approaches 40%, 
while in Greece and the Netherlands it is only 16%;
— Community, social and personal services tend to have the largest share in total part­
time employment: over 30% in all countries, with the exception of Greece (19%), 
Japan ((23%) and Ireland (26%) and account for more than 50% in Canada, Denmark 
and the Netherlands.
The bulk of part-time employment is concentrated in the service sector. This sector 
accounts for more than 80% of part-time employment in Australia, Belgium, Canada, 
Denmark, Finland, the Netherlands, New Zealand, the United Kingdom and the 
United States. In Japan almost half of all part-time employment is in the service sector, 
while in Greece it is the lowest, although still 40%. In contrast, the proportion of part­
time employment in industry varies widely across countries, ranging from less than 
10% in Canada and the United States to more than 20% in Germany, Italy and 
almost 30% Japan (OECD, 1983, p. 51).
Although part-time employment is represented most highly in the service sector, 
there are large differences across countries (See Table 2.3). The concentration of part­
time jobs in services reflects partly the organisation of production: predictable short-run 
variations in demand, for example, require part-time workers as a back-up for full-time 
staff. In general, mass production and capital-intensive industries rely much more on 
full-time employees. Thus, manufacturing is underrepresented in part-time work. Also 
the construction sector is underrepresented in part-time work. Japan seems to be the 
only exception to this: part-time work in Japanese manufacturing, at 9.6% of total 
wage and salary employment, is not greatly different from the overall ratio o f 11.8%. 
This may be due partly to the long-standing Japanese practice o f sub-contracting to 
small manufacturing firms, as well as to the use of temporary workers. Agriculture is 
overrepresented in part-time employment in Australia, France, Ireland, Italy, Japan, 
Luxembourg and Norway. Also within the service sector there are considerable differ­
ences between countries. First, the proportion in the distributive trades, which is 
dominated by retail trade, ranges from 5% in Italy to around 30% or more in Norway, 
Sweden, the United Kingdom and the United States. Second, social, community and 
personal services tend to make heavy use of part-time workers in all countries, relative 
to the overall proportion of part-time jobs in total employment, notably in the Nether­
lands, Norway and Sweden, where the public sector is a major employer of part-time


































Australia 1980 16.4 16.4 2.5 6.1 10.0 22.5 7.2 15.6 22.5
1986 18.9 20.8 1.5 7.9 12.4 25.4 9.5 18.1 24.2
Belgium 1983 8.1 6.2 1.0 1.9 1.9 3.8 2.1 11.0 2.4 10.1 17.6 4.7
1985 8.6 7.2 1.2 1.7 1.6 4.3 2.7 11.2 2.8 10.0 17.4 7.4
Canada 1979 12.5 14.4 1.2 2.9 5.1 21.3 4.7 9.2 20.4 5.4
1986 15.6 15.3 2.2 3.6 7.3 23.5 6.1 11.6 24.4 7.0
France 1983 9.7 16.5 3.5 2.1 2.2 5.6 3.9 10.6 5.4 9.2 17.5 10.2
1985 10.8 15.6 3.8 2.6 1.2 5.8 4.4 12.1 6.7 10.8 19.4 13.4
Ireland 1983 6.7 9.4 1.8 1.8 2.5 3.6 2.6 10.2 4.0 4.0 10.8 2.7
1985 6.5 7.9 1.2 1.3 1.6 2.9 1.8 9.7 4.3 4.7 12.5 2.5
Italy 1983 4.6 13.3 1.2 1.1 1.2 3.6 2.7 4.2 1.4 2.9 6.7 0.9
1985 5.3 14.3 2.2 1.6 1.6 4.3 3.5 5.1 1.6 3.3 7.7 1.7
Japan 1979 9.9 - 9.0 8.0 7.9 12.3 7.8 10.1 13.0 6.0
1986 11.8 - 12.5 9.6 8.6 16.2 7.5 10.7 14.3 7.1
Luxembourg 1983 6.7 15.9 0.0 1.2 2.0 4.7 1.5 7.3 3.2 5.1 13.2 7.4
1985 7.3 13.4 0.0 1.8 5.1 5.0 4.5 8.6 4.3 5.7 12.5 7.0
Netherlands 1983 22.0 17.7 6.5 5.8 23.3 12.8 16.8 40.9 33.8
1985 24.0 17.6 10.3 6.6 24.9 12.1 • 19.8 45.5 33.7
Norway 1979 22.1 26.8 11.8 5.8 27.5 13.7 18.0 33.2
1986 23.1 26.0 12.3 7.8 29.7 15.3 17.3 32.4
Sweden 1979 24.2 19.2 13.0 7.5 30.5 14.8 22.2 36.5
1985 24.5 19.7 12.6 7.5 28.9 14.9 21.2 36.5
United Kingdom 1983 19.1 14.9 3.3 5.6 5.0 12.2 4.5 33.5 5.8 14.4 36.3 8.9
1985 21.2 17.8 2.9 5.7 5.1 13.8 6.3 35.5 6.5 15.3 38.8 10.3
United States 1979 15.1 - 2.0 3.9 7.0 28.9 8.1 11.5 21.9 6.4
1986 16.3 - 3.1 4.5 7.8 29.7 7.6 10.7 22.4 6.2
Source: OECD, 1987, pp. 30-31.
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labour, it is over one third.7 Third, financial services tend to be slighdy underrepre- 
sented in the use of part-time workers. This “industry”, however, also includes a wide 
range of activities — banks, insurance companies and real estate firms — that show 
considerable differences in the use of part-time workers (OECD, 1987a).
The changes overtime in the proportion of part-time work within industries shed 
some light on the idea, notably put forward by trade unions (See Chapter 4), that the 
substitution of part-time for full-time work has become widespread. The data for the 
first half of the 1980s suggest no obvious generalisations (See Table 2.3). With the 
exception of Ireland and Sweden, the proportion of industry-specific employment that 
is part-time increased in about 60% or more of the industry groups. However, few of 
the observed changes were especially large, and tended to be in line with the general 
increase in part-time employment over these time periods. Two exceptions are the 
increase in the proportion of part-time workers in the construction industry in several 
countries (Australia, Canada, Luxembourg, Norway and the United Kingdom) and an 
increase in the distributive trades (Japan and Norway). In three-quarters of these 
countries, the proportion of part-time to total employment in manufacturing also 
increased. The only disproportionate, though small, increases relative to the overall 
change appear for Australia (from 6.1 to 7.9%) and the United Kingdom (from 12.2 
to 13.8% in other manufacturing). However, some of these observed changes may 
reflect the state of the cycle, while the short run of data do not allow robust con­
clusions concerning trends.
2.2.5 Part-time Employment by Age and Sex
This subsection focuses on part-time work among demographic groups. From Subsec- 
tion 2.2.2 it is clear that the proportion of women in part-time employment is much 
higher than is that of men and that the proportions of part-time employment among 
employed females show larger inter country variations. Also the age distribution of part­
time workers reveals a divergence in the patterns for men and women (See Table 2.4). 
Male part-time work is typically a feature at the two ends of the age spectrum. With 
few exceptions, above-average proportions of employed men work part-time in the age 
groups from 15 to 24 and from 60 on. There are, however, rather large cross-country 
differences in the proportion of young and older workers in part-time employment. 
Among males, part-time workers tend to concentrate in the older age groups in the 
European countries8 and in Japan. On the other hand, in Canada, the United States 
and Australia the majority of male part-time workers are concentrated among the 
young.9 Among male teenagers, it ranges ftom about 60% in the United States to as 
low as about 2% in Germany, while among men aged 65 and over, it is as much as
7 However, more detailed industry classifications reveal just how varied part-time work is 
within these services. For example, almost 90% of French women employed in cieaning services/ 
laundries and housekeeping work parr-time; this group accounted for almost one-fifth of all female 
part-time work in France (OECD, 1987a, p. 31).
8 For example, in the United Kingdom in 1981 44% of male part-time workers were aged 
over 55, 33% were aged over 65, and in the Federal Republic o f  Germany the corresponding 
figures were 64 and 45% in 1975 respectively (OECD, 1988a).
9 Part o f the reason for the increase in part-time working among young men was the spread 
o f training programmes ofFering part-time employment (OECD, 1991a, p. 44). See also note 1.
































Australia 20.0 7.4 30.8 8.8 3.7 6.4 13.6 35.0 39.2 43.5 20.3 45.5 44.2 48.6 58.3
Belgium 9.4 2.1 13.7 3.8 1.3 1.7 5.7 20.9 22.6 26.6 19.8 23.0 20.3 23.0 33.8
Canada 15.2 7.6 55.0 11.6 2.1 4.9 27.6 25.3 65.4 20.5 20.9 28.2 47.2
Denmark 23.7 8.7 47.6 9.0 2.7 2.9 10.5 30.6 41.9 62.1 21.6 40.2 55.4 64.8 66.5
France 11.8 3.4 20.6 7.0 1.7 4.8 9.1 35.8 23.2 37.3 21.7 22.0 28.7 33.2 43.4
Germany 12.9 2.1 1.8 4.6 1.6 1.7 5.5 39.9 29.8 3.6 8.3 36.5 36.2 42.4 58.4
Greece 5.8 3.4 9.8 4.9 2.1 3.0 5.2 18.0 10.4 11.4 8.2 9.3 10.3 12.4 32.3
Ireland 6.2 2.5 9.2 3.5 1.7 2.0 2.3 5.7 14.2 11.8 4.8 17.2 25.6 24.7 23.5
Italy 5.0 2.8 5.9 4.7 1.7 3.5 6.3 20.5 9.5 8.8 8.6 8.9 12.0 18.1 27.6
Japan 16.6 7.3 18.2 8.9 4.0 7.6 18.1 35.2 30.5 25.0 11.4 30.9 33.7 42.1 53.3
Luxembourg 6.6 1.8 23.8 2.6 0.5 .. 16.7 15.4 22.0 5.7 17.4 19.0 14.3 ..
Netherlands • 25.3 10.1 33.2 10.5 8.3 10.4 17.8 51.7 55.2 43.3 28.7 63.8 70.9 70.8 64.5
Norway 23.1 7.9 46.2 8.8 3.9 10.5 40.9 45.0 63.5 25.8 41.8 55.2 75.0
Portugal 6.0 3.4 4.4 3.1 1.8 4.4 5.9 23.3 10.0 8.0 7.5 8.9 16.5 14.9 25.4
Sweden 25.2 6.7 28.4 7.3 3.9 5.1 24.7 45.1 51.5 27.7 45.2 51.3 63.1 ..
United Kingdom 21.6 4.6 21.4 4.3 1.5 3.1 7.3 66.2 45.0 32.8 14.6 49.8 56.2 71.7 80.7
United States 17.3 10.2 59.6 16.8 4.0 6.1 12.1 46.2 26.1 66.6 25.6 21.0 24.3 32.2 59.4
The data refer to 1985 for the Netherlands, 1986 for Belgium, Denmark, France, Germany, Greece, Ireland, Italy, Luxembourg, Norway, Portugal and the United 
Kingdom, and 1987 for Australia, Canada, Japan, Sweden and the United States.
Source: OECD, 1988b.
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two thirds in the United Kingdom10 and as litde as 6% in Ireland. Finally, these older 
employed men are generally more likely, sometimes considerably so, to work part-time 
than are teenagers, the exceptions being Canada, Denmark, Ireland, Luxembourg, 
Norway and the United States.11 These patterns are not surprising. For younger 
workers, part-time employment may be a comparatively easy way of gaining entry into 
the labour market. It may also offer the opportunity to combine work with school, as 
seems to be the case in Australia, Canada, Denmark, the United Kingdom and the 
United States. The most important reason for young people to work part-time is the 
provision of additional income (See Casey, 1984; Warme et aL, 1992). In fact, the 
gradual entry into employment may be a way to extend working life (Delsen, 1993b). 
Concerning older workers, many may prefer part-time employment in order to ease the 
transition into retirement. Because employment has an important integrative role 
within society, abrupt full retirement may have detrimental effects on some elderly 
persons’ social contacts and self-esteem. Gradual retirement avoids this “pension shock”. 
To the extent that increases in life expectancy reflect improvements in the health status 
of older age groups, an increasing proportion of older persons may indeed be able and 
willing to remain in the labour force (See also Chapter 4). Also financial considerations 
play an important role. Together with Sweden and the Netherlands, Japan stands out 
as having a particularly high proportion of male part-time workers among the age 
groups between 55 and 64, pardy as a result of the traditional practice of Japanese 
employers of terminating “life-time employment system” after the age of 55.12 In 
recent years, however, changes in this practice have tended to increase the average age 
applied for leaving the life-time employment system.13 The high proportions of part­
10 The high proportion o f part-time employment among males and females o f 65 years and 
over in the United Kingdom is pardy attributable to the level of the full state pension. Moreover, 
for men between 65 and 70 years o f age the pension system provides the opportunity to work less 
than 12 hours per week and earn less than about £80 per week.
n The increasing tendency o f males over 65 in the United States to engage in part-time work 
is a response to the fact that pension benefits are subject to an earning test. Part-time work is often 
chosen to avoid this earning test (Clark et aL, 1978; Hurd, 1990).
12 In Japan retirement is compulsory at age 55; workers receive a lump-sum separation 
payment. This payment is inadequate to take care o f needs until retirement benefits begin at age 
60. Even most employees continue to work, usually beyond the normal retirement age o f 60. Once 
Japanese workers reach the age o f 55, they are classified as temporary workers, eliminating all job 
security, including seniority and chances for promotion. “Retired” workers usually find a replace- 
ment job that is less demanding and tends to be part-time. In Japan those willing to work after 
retirement exceed 60%. As a reason for this willingness almost 50% o f them referred to the 
“coverage o f living expenses” (Shimowada, 1992).
13 Prompted by the 1986 Law Concerning the Stabilisation o f Employment for Older 
Workers and by the labour shortage, companies are now gradually adopting a system of setting an 
age limit at 60. The law allowed the governments to take some administrative action against 
companies which do not adopt a retirement system with the age limit o f 60 and to encourage 
companies to have a more extended retirement age system and re-employment after retirement age. 
Despite this law over 33% o f all Japanese companies still fix the retirement age below 60. 
Moreover, there is a proposal to gradually raise the pension age to 65, implying that the gap 
between retirement age and the pension age will further be widened and the problem will become 
more serious for retired employees (Shimowada, 1992).
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time employment among older workers in Sweden and the Netherlands can partly be 
attributed to thenational partial pension scheme (Sweden) and the branch-wise phased 
retirement schemes and the reduction in working hours for older workers based on 
collective agreements (Netherlands). After 1987 the increase in part-time employment 
of older workers in the Netherlands and after 1991 in Sweden, can be attributed to the 
changes in disability insurance; labour market considerations were removed (See Delsen, 
1993c).
Unlike the case for men, female part-time employment tends to be more widely 
spread across age groups. There are, nevertheless, several common features in the 
patterns for women and men. As for teenage men, the proportion of teenage women’s 
employment that is part-time is, relative to that for all women, above average in most 
countries. This appears especially true in Canada, Denmark, Norway and the United 
States. In the United States, Canada and Australia, the share of the under-25s in the 
female part-time work force is high relative to other countries: in these countries, young 
females account for 20-35% of total female part-time employment. The part-time 
proportion among young adult women between the ages of 20 to 24, however, is below 
average virtually everywhere. The proportion among older women -  those more than 
55 years of age — tends to be high, and it increases rather steadily among the three age 
groups of older workers. It is around two thirds in Denmark, Norway, the Netherlands 
and the United Kingdom. The proportion of prime-age employed women working part­
time is, in most cases, close to the overall average. For teenage and older women, the 
reasons for the high proportion of part-timers are likely to be the same as for their male 
counterparts. In turn, the high proportion of part-time employment among prime-age 
women is likely due to the desire or necessity to combine work with child rearing and 
household work activities. Marital status, combined with the presence of dependent 
children, is strongly associated with a women’s decision to work part-time in Europe 
and Japan. The incidence of part-time employment among women rises when children 
are present in the family (OECD, 1988a, p. 150).
In Europe and Japan male and female part-timers tend to be older than full-timers. 
In North America and Australia, on the other hand, part-timers tend to be younger 
than full-timers and, therefore, are more likely to be single. This is related to the fact 
that part-time work in North America is more frequently combined with education. 
Because young people have much more job turnover than do prime-age or older 
workers, the different demographic composition of the full- and part-time labour forces 
accounts for some of the apparent greater instability in part-time jobs. Given that 
typically the part-time workforce is older in most European countries than it is in 
North America and Australia, this suggests that there may be less instability of employ­
ment associated with the spread of part-time jobs there. Also protective legislation 
contributes to the relatively high stability of part-time employment in Europe (De 
Neubourg, 1985; OECD, 1985, p. 27; OECD, 1986a, pp. 19-20).
In many OECD countries part-time employment played a dominant role in the 
growth of female employment growth. In Europe, between 1973 and 1981 with the 
exception of Ireland and Italy, where the contribution of part-time employment to 
female employment changes was negative, the contribution of part-time jobs to female 
employment growth exceeded that of full-time employment in Belgium, Denmark, 
France, Germany, the Netherlands, Norway, Sweden and the United Kingdom. This 
was also the case in Australia, Canada and Japan during the 1973-1981 period. Also
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in the period 1979-1986, in a number of European countries (Belgium, France, 
Germany, the Netherlands and the United Kingdom) all net female employment 
growth can be attributed to a growth in part-time employment, while fidl-time 
employment decreased. In Italy, again, the situation was reversed: part-time employ­
ment decreased and full-time employment increased in that period. In France, Ger­
many and the United Kingdom, the number of men working fiill-time declined after 
1973, notably between 1973 and 1979. The number of women working has remained 
more steady. In all three countries more and more people -  predominandy women -  
have worked part-time. It counterweighs the decline in male rates and prevented a 
translation into persistent overall employment decline. In Belgium, the Netherlands, 
Luxembourg and Austria the fall in the proportion of men working has been balanced 
by an increasing trend in the proportion of women. Part-time employment played a 
significant role. The greatest increases in female part-time employment were in those 
countries (Sweden, Norway and Australia) where it was o f most importance in 1973. 
This suggests that employment arrangements which cater for and accommodate part­
time work are to some extent cultural phenomena which grow on themselves (OECD, 
1989a, pp. 31-32). In the United States, since 1973, the proportion of part-time 
employment in total employment remained about the same (about 17%), although the 
secular increase in part-time employment/population ratio for males and females has 
continued. Most part-time jobs were in the non-cyclical service sector, and so the rate 
of growth of part-time employment has been less cyclically sensitive than has fiill-time 
employment. Hence, when full-time employment ceased to grow (in 1975 and 1982) 
the proportion of part-time increased (OECD, 1988a, p. 149; OECD, 1989a, p. 32). 
In contrast, part-time employment has generally been much less important for male 
employment growth, except in Australia, Canada, Norway and Sweden (OECD, 1985, 
pp. 27-29; OECD, 1986a, p. 19). Also in the period 1986-1990 the proportion of 
part-time workers in total male employment increased virtually everywhere. The 
proportion of part-timers among employed women also rose, but there were declines 
in the Nordic countries, the United States and the United Kingdom (OECD, 1991a). 
In the Nordic countries, notably Sweden, where the proportion of part-time working 
is one of the highest, the figures may have reached their peak in the 1980s. This is 
related to the very tight labour market, resulting in growing labour shortages. The 
stronger growth of full-time work among women reflects the difficulty in increasing 
already high participation rates and changes in Swedish tax policy, resulting in women 
switching from part-time to full-time jobs (See Chapter 7).
There has been no general tendency for part-time to replace full-time employment 
for males, except perhaps in the United Kingdom. Even in the Nordic countries, where 
part-time work is significant for males it does not appear to have increased over the 
decade. In Japan in 1974 and 1975, there was a tendency for male part-time employ­
ment to replace fiill-time employment, and recendy part-time female employment has 
grown slighdy more strongly than has full-time (OECD, 1989a, p. 32). On the 
contrary, since 1983, in Canada, Finland, Norway, Sweden and the United States full­
time work generally has been expanded more rapidly for women than part-time 
employment. This has also been the case for Luxembourg, Denmark (until 1987), and 
the United Kingdom (since 1987). In Belgium, France, Japan, the Netherlands and 
New Zealand, part-time work among women generally grew faster than full-time work, 
despite the strong decline in the youth population in Belgium and the Netherlands.
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However, Austria, Germany, Greece and Italy appear to be showing a trade-off markedly 
between full-time and part-time work among women since 1983, with relatively slower 
growth in full-time being offset by faster growth in part-time. However, it is not clear 
whether this reflects actual employer hiring strategies in the face ofvarying and uncertain 
demand or definitional or estimation problems (OECD, 1990a, pp. 22-25). Moreover, 
as will be shown in Subsection 2.2.7, part-time employment provides a need of the 
workers: part-time employment is voluntary. Hence, part-time employment is not a 
substitute for full-time employment, but rather an attractive alternative.
2.2.6 Size of the Part-time Jobs
The size of the part-time jobs and the proportion of part-time employment in total 
employment are of importance in relation to measuring the utilisation rate of the 
potential labour supply as well as the voluntary-involuntary character of part-time 
employment. In Table 2.5 the developments during the 1980s in the actual14 number 
of hours worked by part-time workers are presented. From this table a number of 
interesting conclusions can be drawn. First, the average number of weekly hours 
worked by part-timers is generally lower in Australia, Canada and the United States 
(<20 hours) than in Europe (>20 hours). However, half-time jobs prevail. Second, the 
number of weekly hours worked by part-time workers varies considerably between 
countries. In 1988, the lowest weekly number of hours worked by part-timers were 
found in New Zealand (14.1), followed by Canada (16.1) and Australia (16.4). The 
highest number of weekly hours were found in Italy (24.5), followed by Sweden 
(24.3).15 A third point is that in most countries the actual number of hours worked 
by part-timers decreased during the first half of the 1980s and increased in the second 
half, indicating the impact of the business cycle and hence a certain amount of 
flexibility in the labour market. Belgium, the Netherlands, Norway, and the United 
Kingdom show a decreasing trend, while France, Luxembourg, Sweden and the United 
States show an increasing trend in the 1980s. In Denmark and Ireland the number of 
hours worked by part-time workers increased between 1979 and 1983 and decreased 
between 1983 and 1987. Fourth, there are considerable differences between male and 
female part-time workers. At the beginning of the 1980s the number of hours worked 
by female part-time workers was generally lower than by male part-time workers, the 
exceptions being Canada, Denmark, Germany, Sweden and the United States. In the 
second half o f the 1980s this situation reversed. Women employed part-time work 
more hours, and in some cases considerably so, than men employed part-time, the 
exception being the EC countries Belgium, France, Greece, Ireland, Italy, Luxembourg, 
the Netherlands and Spain, and New Zealand. In a number of countries the number 
of hours worked by females increased, while by males it decreased, notably in EC
14 The actual weekly hours worked comprise hours worked within a specific reference week, 
including overtime, time spent on preparation o f the workplace and rest periods, but excluding 
paid absences and meal breaks (OECD, 1990a, p. 25).
15 These differences pardy reflect definitional differences, based on actual or usual hours 
worked, or the respondents’ assessment o f his/her employment. The annual hours worked by part­
timers in 1987 were the following: Canada 749; Finland 875; France 914; Germany 850 (em­
ployees only); Japan 1,217; Netherlands 890 (employees only); Spain 892; Sweden 905; United 
States 889 (OECD, 1990a, p. 22).
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Table 2.5 Actual hours worked in the reference week per part-time employed person at 
work, by sof, 1979-1988
1979b 1983 1988c
Total Men Women Total Men Women Total Men Women
Australia 16.4 17.3 16.2 16.4 17.5 16.1 16.4 16.0 16.5
Belgium 21.7 22.6 21.6 20.1 22.0 19.8 19.8 20.0 19.8
Canadad 15.4 14.6 15.7 15.3 14.5 15.7 16.1 15.1 16.4
Denmark 21.1 15.8 21.8 21.6 16.9 22.4 20.0 14.4 21.5
Finland 17.5 17.0 17.8
France 21.1 23.5 20.6 21.4 24.3 20.9 21.6 22.3 21.4
Germany 21.6 21.5 21.6 20.7 21.4 20.7 21.0 20.7 21.0
Greece 23.3 23.5 23.1 21.3 21.6 21.2
Ireland 22.2 25.9 20.8 22.4 26.2 20.9 18.7 20.6 17.9
Italy 25.1 26.4 24.2 23.2 24.6 22.5 24.5 28.0 22.4
Japan .. .. .. .. ..
Luxembourg 21.6 23.6 21.3 22.0 28.7 21.0 22.8 33.3 20.3
Netherlands 18.9 22.3 18.2 18.3 21.3 17.4 17.5 19.5 16.6
New Zealand „ .. 14.1 14.6 13.9
Norway 19.4 20.2 19.2 19.1 20.3 18.8 18.7 18.5 18.8
Potugal .. .. .. .. .. 20.7 23.9 19.3
Spain 18.1 19.2 17.8
Sweden 20.9 19.6 21.1 21.6 19.6 21.9 24.3 22.4 24.7
United Kingdom 18.6 18.6 18.6 17.3 17.1 17.3 16.9 15.8 17.1
United States 19.0 18.6 19.2 19.1 18.6 19.4 19.8 19.4 19.9
’Hours worked in main job for EEC countries (with the exception of Spain) and Finland; hours worked 
in all jobs in other countries. Data refer to the month of August for Australia and to April quarter for 
all the EEC countries with the exception of Spain. Data for Spain and all other countries are annual 
averages.
bFor Australia and Norway 1980.
cFor Denmark, Greece, Netherlands and Norway 1987.
‘'Averages for persons employed part-time refer to hours worked in all jobs.
Source: OECD, 1990a, pp. 26-27.
Europe, but also in Australia, while in Italy and Luxembourg it is the reverse. In 
Canada, Sweden and the United States there was an increase in both. In Greece, 
Ireland, the Netherlands and the United Kingdom both show a decrease. The relative 
small average number of hours actually worked by part-timers as well as the decreasing 
trend in this number in Germany, Ireland, the Netherlands and the United Kingdom 
can be attributed to the considerable and growing proportion of small part-time jobs 
(<I5 hours) (See Delsen, 1986a; 1993a; Buechtemann and Schupp, 1988, pp. 16-17; 
Marshall, 1989, p. 19; Walsh, 1989; OECD, 1990a, p. 25; OECD, 1991a, p. 48; 
Bielenski et aL, 1992, pp. 66-67). Those part-time workers normally working less than 
15 hours are often excluded from job security legislation.16 This exclusion from
16 In the Netherlands the minimum wage was, until recendy, only obligatory to workers 
working S I  3 hours weekly (Delsen, 1993a), while in the United Kingdom the growth o f very small
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certain rights encourages the growth of “marginal” part-time work (See Chapter 5). 
Compared with Sweden, part-time workers in the EC and the United States largely 
work fewer hours. In Belgium, the United Kingdom, Germany, and the Netherlands 
two thirds of all part-time workers worked fewer than 21 hours per week in 1985. The 
corresponding figure for Sweden was 19%. In the United States 25% of all part-time 
workers worked fewer than 15 hours per week in 1982 (Sundström, 1991, p. 168).
2.2.7 Involuntary Part-time Employment
An essential part in the definition of part-time employment presented in Chapter 1 is 
the “voluntary” character. Voluntary part-time work in this context means that supply- 
side rather than demand-side factors on the labour market explain the development in 
part-time working.17 Involuntary part-time employment comprises three categories of 
workers (OECD, 1990a, p. 179): those who normally work full-time but worked fewer 
hours than normal due to economic reasons; those who normally work part-time but 
worked fewer hours than usual due to economic reasons; and workers who worked 
part-time because they could not get full-time work.18 For several reasons cross- 
country comparison of data on involuntary part-time employment require considerable 
care. The definitions of part- and full-time employment differ; the range of possible 
economic reasons for working fewer hours than usual are not identical; in Australia, 
Japan and Sweden data for the category “working part-time because a full-time job 
cannot be found” are not available. For these countries the data refer to the number 
of part-time workers who want to work more hours, irrespective of how many hours 
that might be. There is a clear cyclical dimension to some components o f involuntary 
part-time work. To the extent that countries are in different phases of the cycle,
part-time jobs can be attributed to the income thresholds in the national insurance schemes, while 
for part-time jobs between 8 and 16 hours it is the employment protection legislation (Walsh, 
1989). The latter also applied for Ireland before the legal changes o f 1991. In Denmark part-timers 
(<15 hours weekly) are excluded from protection against dismissal (See Chapter 5).
17 Related to the demand or supply-side dominance a distinction can be made between regular 
and marginal part-time jobs. Tilly (1989) makes a distinction between retention and secondary 
part-time jobs. This explanation o f the dualism in part-time employment overestimates the demand 
side and disregards the supply-side o f the part-time labour market. The latter is an important 
factor, certainly in Europe and Japan, but also in the United States.
18 O f the responses to “Why are you working part-time”, the inability to find full-time work 
category does not necessary include all part-time workers who, if circumstances changed, would 
like to work full-time. Other reasons for working part-time like school or household duties are not 
included. Moreover, for some people the inability to find full-time work may mean that it has not 
been possible to find a job with an hours schedule which matches their constraints due to non-paid 
work responsibilities. This may also mean that they want to work more in their current job, but 
are unable to do so given the hours/wage package o f the employer. They will be counted as 
involuntary part-timers, but those who straight away give the response o f household duties are 
excluded even though the underlying reasons are the same. There may be other potential reasons 
why some workers may not be able to find full-time jobs, e.g. lack o f skills, experience or training 
required for many full-time jobs or are viewed by employers to have marginal attachment to the 
labour market. The other main category — those who worked fewer hours than usual at their job 
for economic reasons -  is more straightforward. Surveys typically ask “Why did you work less than 
usual” (OECD, 1990a, pp. 179-180).
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comparison of the degree of involuntary part-time work will be affected. Finally, the 
analysis is limited to persons.19
In Table 2.6 proportions of the various types of involuntary part-time employment 
by sex as a percentage of part-time employment are presented. Despite the definitional 
differences, four points are of importance. First, there are considerable variations in the 
proportion of involuntary part-time between countries, ranging from 50% to less than 
10%. In 1987, Greece, Italy, Ireland and Spain had the highest overall ratios of 
involuntary part-time to total part-time employment, while Japan ranks around the 
middle and in the United States involuntary part-time employment is below average, 
and Sweden20, the United Kingdom, Denmark and Germany had the lowest ratios. 
Second, with the exception of the Netherlands, Portugal and Sweden, men are more 
likely than women to be involved in involuntary part-time employment. The differences 
are particularly large in the United Kingdom, where it is almost four times as high, and 
in Germany where it is three times as high as the female rate. In Belgium, Greece, Italy 
and Ireland for both male and female part-timers the proportions of involuntary part­
time work is high. In these countries over half of the male part-timers work part-time 
involuntarily, while for females it is around one third. Male involuntary part-time work 
is the lowest in Sweden, followed by Denmark and the Netherlands. For females it is 
the lowest in Germany, followed by the United Kingdom and Denmark.21 Third, 
because a fiill-time job cannot be found is by far the most important reason to work 
part-time involuntary. Greece is the sole exception. Fourth, in Australia and Europe the 
proportions of involuntary part-time due to the inability to find a full-time job are 
higher than in Japan and the United States. In the latter two countries involuntary part­
time due to economic reasons is more important relative to Europe and Australia. 
Finally, the reasons for working part-time involuntary differ in importance between 
males and females. The proportion of men working part-time involuntarily due to 
economic reasons is higher than that of women in all countries. This possibly reflects 
differences in the industry affiliation of men compared with women. Employed women 
reported higher proportions of “could only find part-time job”, compared with men. 
In part this relates to the gender division of labour: women are more constrained by 
non-paid work than are men, thus limiting the number and type of jobs whose hours
19 Involuntary part-time employment as a proxy for underemployment, on average about 2.5% 
of the OECD labour force, ranged from under 0.5% in France to about 7% o f the labour force 
in the Netherlands in 1991 (OECD, 1993, p. 16). Data on the degree o f underemployment, i.e. 
hidden unemployment among part-time workers, the difference between (lower) actual and wanted 
(more) working hours, are hardly available.
20 In Sweden, a large proportion o f part-time employment results from worker’s decisions to 
reduce full-time work Workers have more control over whether they do their job on a full or part­
time basis, and as a result part-time work is spread across a much wider range o f occupation groups 
than elsewhere (Maier, 1989; Bruegel and Hegewisch, 1992).
21 However, although the incidence o f involuntary part-time employment among part-time 
employed is higher for men than for women, most involuntary part-time employed are women. 
In part this relates to the fact that so many more women work part-time compared with men. 
However, there is no perfect one-to-one correspondence across countries between a high ratio of 
part-time in total employment and a high ratio o f involuntary part-time in total employment 
(OECD, 1990a, p. 182).
Table 2.6 Proportions of types o f involuntary part-time employment as a percentage of part­
time employment by sex for 15 OECD countries, 1987
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Males and females' Males' Females'
<X p Y a P Y a  p y
Australia* 19.3 12.8 87.2 29.7 27.5 72.5 16.2 4.4 95.6
Belgium 33.5 6.9 92.8 53.4 21.2 78.8 30.4 2.9 96.7
Canada' 33.5 15.2 84.8 42.5 27.1 72.9 29.8 8.3 91.7
Denmark 11.4 20.6 75.5 13.7 56.7 41.8 10.7 7.7 87.7
Germany 8.3 19.4 79.6 21.5 59.2 40.8 6.8 4.5 94.5
Greece 50.0 62.8 33.6 70.7 67.4 30.9 34.7 55.6 37.8
Ireland"1 36.8 20.0 79.0 63.0 28.0 72.0 24.3 10.5 87.5
Italy*1 43.2 15.9 82.8 54.0 21.7 77.1 36.1 10.1 88.2
Japan"1 24.1 37.6 62.4 37.8 50.0 50.0 20.1 31.2 68.8
Netherlands 21.2 3.5 95.7 15.7 9.2 90.4 23.6 2.0 96.4
Portugal' 28.6 6.7 93.3 25.6 16.7 83.3 30.1 2.3 97.4
Spain1* 35.6 22.5 76.6 42.4 48.6 50.5 32.6 8.1 91.0
Sweden” 12.9 5.5 94.5 10.2 18.7 81.3 16.2 2.5 97.5
United Kingdom 12.7 19.1 77.8 36.7 32.3 67.3 8.4 8.7 86.2
United Statesd 20.6 41.5 58.2 28.2 52.2 47.8 16.7 31.9 68.1
Unweighed average 26.1 20.7 78.3 36.4 35.8 63.8 22.4 12.7 85.7
a  Involuntary part-time employment in total part-time employment.
P O f which for economic reasons, usually working full-time.
Y O f which due to inability to find a full-time job.




The complement to 100% in EC countries refers to part-time for other reasons or no reason given. 
Source: Calculated from OECD, 1990a, Table 7.1, p. 181.
will coincide with their extra family and domestic duties in addition to their paid 
employment (OECD, 1990a, p. 57). Among men, with the exception of Denmark, Ger­
many, Greece, Japan and the United States, and for women, with the exception of 
Greece, the inability to find a full-time job is the most important reason for working 
part-time involuntary. In sum, from Table 2.6 it may be concluded that in Australia, 
Europe, Japan as well as North America the large majority of the individuals who work 
part-time do so voluntary. On an unweighed basis only 26% of the part-time employ­
ment is involuntary. For males this proportion is 36% and for females 22%.22
22 Comparison o f earlier data on the proportion o f involuntary part-time employment (OECD, 
1983, p. 46) in Australia (15% in 1981), Canada (11% in 1975 and 25% in 1982), Finland (20% 
in 1981) and the United States (25% in 1975 and 32% in 1982) with those in Table 2.6 learns 
that the proportions o f involuntary part-time workers have risen over the past decades. These 
increases cannot be attributed to cyclical effects alone, they also reflect the secular increase in the 
demand for part-time workers.
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In Table 2.7 the distribution of the two major types o f involuntary part-time 
employment by age and sex are presented for 15 OECD countries. This table confirms 
earlier conclusions: in absolute terms the inability to find full-time is the most important 
reason for working part-time involuntary in all countries, except Greece. In Japan and 
the United States the economic reasons for involuntary part-time employment are 
relatively important, compared with European countries and Australia. Men make up 
more than 50% of those who usually work full-time and are working less for economic 
reasons. The only exception is Japan, where around 40% of this group are prime age 
women. In Germany, Ireland and Spain, men comprise more than 75%. In Portugal 
and the United Kingdom, around 30% of those working part-time for economic reasons 
usually work full-time, are young male and female workers. In Greece, Denmark and 
Japan, older males and female workers are 44%, 32% and 30%, respectively, of this 
group. Women predominate amongst those workers who say they cannot find a full­
time job. They account for at least 60% of such workers. The only exceptions are 
Greece and Ireland, where they account for half. In Belgium, Denmark, Germany, the 
Netherlands and Spain, more than 75% of those working part-time due to the inability 
to find a full-time job are women. Moreover, adult women generally comprise the 
largest percentage. In Australia, Belgium, Canada, Ireland, Spain, Sweden and the 
United Kingdom young male and female workers make up one third of the total 
(OECD, 1990a, p. 182).
Adult males and females aged between 25 and 54 are more likely to be working part­
time involuntarily than are younger or older workers (See Table 2.7). The exception 
to this is Sweden, where male teenagers are likely to be working part-time involuntarily 
to the same extent as adult males. Older male workers are particularly unlikely to be 
working part-time involuntarily. This illustrates the interest in gradual retirement of 
older workers, as well as the availability of a pension income to move to part-time work. 
Sweden, where the percentage share of part-time in total employment among older male 
workers aged 55 to 64 is particularly high (See Table 2.4), demonstrates the pattern 
even more strongly than in other countries -  only about 1% would have preferred to 
work more hours. For females, in Canada and the United States, the differential pattern 
by age is rather more similar to that for males, with relatively low figures for teenagers 
and older workers and higher percentages for adults.23 Finally, the proportion is below 
average everywhere among women over the age of 55. However, unlike for older males, 
for female workers the proportion of involuntary part-time employment is above those 
of youth. The majority of individuals who are employed part-time involuntarily are 
women between the ages of 25 and 54 who cannot find full-time work, reflecting the 
composition of part-time work in general. The ratios of women to men involved in the 
25-54 age group are over five-to-one in the Netherlands, Denmark, Sweden and 
Germany, while Greece and Ireland are exceptions where the percentages are roughly 
equal (OECD, 1990a, p. 56). In contrast, men in this age group form the majority of 
individuals who usually work full-time but worked fewer hours for economic reasons.
23 However, among those countries for which data are available (Australia, Sweden and the 
United States), involuntary part-time employment among prime-age women is proportionally less 
compared with young adult women. This may well reilect a greater necessity to combine paid 
employment with household work and child-rearing (OECD, 1990a, p. 182).
Table 2.7 Distribution of involuntary part-time workers by age and sex, 1987 oo



























Australia (1989) 41.0 100 280.0 100 14.46 12.32 2.93 23.11 44.96 2.21
Belgium* 8.1 100 9.56 37.05 20.86 7.35 25.19 108.5 100 6.60 11.04 0.81 30.00 48.00 3.55
Canada (1986) 91.9 100 .. 514.0 100 16.34 12.45 2.53 23.54 41.25 4.09
Denmark 15.2 100 10.49 37.16 25.05 3.60 16.52 7.17 55.4 100 4.40 7.67 2.60 12.78 55.49 17.06
Germany 55.3 100 7.69 54.30 21.27 1.81 10.41 4.52 226.3 100 1.77 10.28 2.31 15.47 53.59 16.58
Greece1 88.3 100 6.78 30.59 27.50 2.23 16.41 16.49 47.4 100 10.92 33.76 10.78 8.05 26.15 10.34
Ireland (1988) 6.1 100 14.54 47.88 14.30 13.63 8.38 1.27 23.7 100 16.34 27.44 6.75 18.50 26.86 4.11
Italy (1988)' 77.6 100 7.37 38.71 20.83 9.31 17.46 6.32 408.2 100 11.04 24.89 9.67 15.14 32.03 7.23
Japan (1988) 420.0 100 29.55 15.91 2.27 38.64 13.64 710.0 100 5.63 14.08 9.86 4.23 56.34 11.27
Netherlands 12.8 100 11.19 39.16 5.46 12.07 28.35 3.77 345.6 100 8.24 9.08 3.58 18.70 50.27 10.13
Portugal (1986)" 3.9 100 23.40 37.52 11.84 9.59 11.88 5.77 57.0 100 9.02 11.40 5.36 15.43 44.70 14.09
Spain' 55.4 100 14.64 39.47 23.35 6.76 9.95 5.83 186.4 100 8.93 11.55 3.41 22.09 40.97 13.05
Sweden (1986)b 7.3 100 125.3 100 7.90 7.26 1.12 26.90 50.76 6.07
United Kingdom0 134.3 100 21.49 43.66 9.53 11.06 10.85 3.41 550.3 100 17.58 12.56 7.84 16.64 32.07 13.31
United States ('SS)' 1760.0 100 13.86 38.75 6.25 9.72 27.27 4.09 2485.1 100
“Data refer to those aged 14-24, 25-49 and 50 and over. 
bData refer to those aged 16-24, 25-54 and 55-64. 
cData refer to those aged 16-24, 25-54 and 55 and over. 
Source: OECD, 1990a, p. 183.
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Time series data analysis for the United States by Ehrenberg et a l (1988) suggests 
that there has been a tendency towards increased employment of part-time workers in 
recent years and that this has been due to employer, not employee, decisions. Voluntary 
part-time employment peaked in 1979 and has edged down since then for women as 
well as men. In fact, the number of people who usually^work part-time increased by
2.4 million between 1979 and 1986, but only 600,000 of these workers voluntary 
sought part-time employment (Appelbaum, 1989, p. 78). Also in Canada, between 1975 
and 1986, involuntary part-time employment increased much more rapidly than 
voluntary part-time work (Murray, 1989; Warme etal, 1992). The distinction between 
voluntary and involuntary part-time work not only is closely linked to the business cycle 
situation but also to the size of the part-time jobs and the uncertainty about the number 
of hours worked, and hence income uncertainty. Tilly (1991) shows that of the 2.6%- 
points increase in the rate of part-time employment in the United States between 1969 
and 1989, 1.7%-point are accounted for by growth in involuntary jobs, i.e. secondary 
part-time jobs characterised by low skill requirements, low pay and fringe benefits, low 
productivity, and high turnover. In other words, companies in the United States create 
part-time jobs even though workers do not want them. Employer preferences dominated 
the overall part-time trend. Rigid compensation differentials play an important explana- 
tory role here (Tilly, 1989). In Europe, employees, males as well as females, prefer a 
part-time job between 20 and 40 hours per week (Nerb, 1986). The small part-time 
jobs (<15 hours per week) grow fast and contribute a large part of the total volume of 
part-time jobs in the Netherlands, Germany and the United Kingdom (See Subsection 
2.2.6). So, there is a divergence between demand for and supply of part-time jobs. 
These jobs may be characterised as involuntary part-time jobs. Jobs of less than 15 hours 
per week mainly supply the need of firms. Moreover, there is a considerable overlap 
between part-time and temporary work. Also the latter mainly provides only for the 
need of employers (See Subsection 2.3.1 below and Chapter 3). These facts may pardy 
explain the growth in involuntary part-time work in Europe, Japan and North America.
2.3 IN T E R N A T IO N A L  D E V E LO PM EN T S IN  TEM PO RA R Y  EM PLO Y M EN T
2.3.1 Overall Size and Structure of Temporary Employment
No complete, systematic, international comparable data on temporary employment exist 
over the whole of the 1980s. Moreover, data are only available for a limited number 
of countries. In Table 2.8 for 18 OECD countries the proportions of temporary 
employment in total wage and salary employment are presented. Like part-time employ­
ment, the definition of a temporary worker differs substantially across countries. For 
instance, in the United States temporary workers are those whose salaries were being 
paid by a temporary help agency and who also consider their jobs to be temporary. The 
Japanese self-enumerated survey defines temporary employees as those with a contract 
of between one month and a year, and day labourers as those employed on a contract 
of less than one month. In the European Labour Force Sample Survey jobs are regarded 
as temporary if it is understood by the employer and the employee that the termination 
of the job is determined by objective conditions such as reaching a certain date, 
completion of an assignment or the return of an employee who has been temporarily 
replaced. In Australia a temporary worker is wage or salary earner in his/her main job
Table 2.8 Temporary workers as a percentage of total dependent employment, 1983-1991
40 Chapter 2
1981 1985 1987 1988 1989 1990 1991
Australia .. 21.2 18.7 19.9 19.3 19.7
Belgium 5.4 5.7 5.1 5.0 5.1 5.3 5.1
Denmark 12.3 11.1 11.5 10.0 10.8 11.9
Finland 11.1 10.7 11.2 11.9 13.1
France 3.3 4.7 7.1 7.8 8.5 10.5 10.2
Germany 10.0 11.6 11.4 11.0 10.5 9.5
Greece 16.3 21.2 16.6 17.6 17.2 16.6 14.7
Ireland 6.2 7.3 8.6 9.1 8.6 8.5 8.3
Italy 6.6 4.8 5.4 5.8 6.3 5.2 5.4
Japan 10.3 10.4 10.5 10.7 10.8 10.7 10.5
Luxembourg 3.2 4.7 3.5 3.7 3.4 3.4 3.3
Netherlands 5.8 7.6 9.4 8.7 8.5 7.6 7.7
Portugal 16.9 18.5 18.7 18.6 16.5
Spain 15-6 22.4 26.6 29.8 32.2
Sweden 9.7 ..
Turkey 7.2 6.9 5.2 6.6
United Kingdom 5.5 7.0 6.3 6.0 5.4 5.2 5.3
United States 0.5' 0.8 ■■
*1980.
Source: OECD, 1991a; 1993.
who is considered casual. In the United Kingdom temporary workers are defined as those 
who describe their jobs as seasonal, temporary or casual, or under contract or for a fixed 
period of time. In France, a series of questions is posed, including whether people have 
a fixed-duration or seasonal contract or are apprentices under contract. In Belgium and 
Luxembourg, people are simply asked if their current situation is permanent or if they 
have a contract of limited duration. The Irish survey asks people whether they would 
describe their job as permanent or temporary (OECD, 1986a, p. 38; OECD, 1987a, 
p. 35; Casey, 1988; OECD, 1991a, p. 48). The identical employment contract may 
cover one case where the employment is understood, by both sides, to be permanent, 
another where both sides expect the relationship to be severed in the near future, and 
a third where the length of the employment relationship will depend on economic 
conditions. Contracts which had been expected to be permanent may be broken due 
to a change in employer policy or by the worker who intends to stay at that job only 
for a limited period. Custom plays an important part in determining the length of 
employment actually offered. Thus comparison of levels across countries should probably 
not be made. Three important conclusions can be drawn from Table 2.8, despite the 
limited number of data and the differences between countries in the definitions applied. 
First, temporary employment accounts only for a small part of total employment. The 
proportion of temporary employment in total employment is much smaller than the 
proportion of part-time employment. The only exceptions being Greece, Portugal and 
Spain, where the proportion of temporary employment is high compared with part-time 
employment. Second, the share of temporary employment varies from less than 1% in 
the United States, over 3% in Luxembourg and around 5% in Belgium, Italy and the
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United Kingdom to more than 10% in Germany, Greece, Japan24 and Portugal, about 
20% in Australia, to over 26% in Spain. Hence, the lowest figure is found in the United 
States, and the highest in Europe, while Japan holds an intermediate position. In Canada 
the temporary work rate was 8-10% in 1989 (OECD, 1993). Within Europe the inter 
country differences are considerable. Notably the Southern European countries have high 
(over 15%) proportions of temporary employment, while for the other European 
countries it generally is between 5 and 10%, being higher in Northern Europe than in 
Western Europe. The variation in temporary employment is less than in the case of part­
time employment. Third, not only the levels, also the developments of temporary 
employment differ between countries. During the first half o f the 1980s the proportion 
of temporary employment increased in most countries, the only exceptions being Finland 
and Italy. This was also the case in the second half of the 1980s. Increases are recorded 
in Finland, France, Italy, Japan, Portugal and Spain. However, in Denmark, Germany, 
Luxembourg, the Netherlands, the United Kingdom and Turkey, the proportions 
decreased and in Australia, Belgium, Ireland the proportion remained unchanged over 
that period. Also the 1990-1991 period shows a mixed picture, with a rapid increase 
in Spain and a strong decrease in Greece and Portugal.
Related to the two major components o f temporary employment -  fixed-term 
contracts and agency contracts -  only very limited data are available. In most of the 
countries for which data are available fixed-term employment (including seasonal work) 
constitutes the majority of all temporary employment. The proportion of fixed-term 
contracts in total employment is at least twice in France (3.4 and 1.5% in 1989), in 
Belgium (4.9 and 0.8% in 1990), in the Netherlands (7.1 and 1.7% in 1988), and in 
Sweden (10.3 and 0.2-2.0% in 1988) at least five times and in some countries (Den­
mark 2 and 0.06% in 1988; United Kingdom, 4.6 and 0.3 in 1985; Germany, 5.6 and 
0.3, and Spain 31.9 and 0.08% in 1988) over ten times as high as the proportion of 
agency work. Hence, most temporaries are directly employed by the user organisations. 
Agency work only represents a very small part of total employment. The proportions 
in total employment vary considerably. High proportions can be found in the Nether­
lands and the United Kingdom (Marshall, 1989; Nadel and Schwab, 1987; De Roos 
et aL, 1989; Delsen, 1991a; Meager, 1985; Casey, 1988). However, in some countries 
private employment agencies are illegal: Italy, Portugal until 1989 but tolerated, Spain 
and Sweden (See Chapter 5). Marshall (1989, p. 31) concludes that while being one 
of the most regulated among forms of temporary employment, the employment of 
agency labour is one o f the least widespread.
2.3.2 Growth of Temporary Employment
In order to assess the importance of temporary employment for net employment growth 
in this subsection the growth rates of permanent and temporary will be analysed. An 
issue of importance here is the substitution of temporary for permanent employment.
24 Other sources give higher figures. According to Feringa (1978) and Inohara (1990) about 
15% o f the Japanese labour force is engaged in some form o f temporary labour. Research in 1990 
shows that 25.6% of all employees were non-regular employees; males 16.6% and females 40.5% 
(Cited in Heerma van Voss, 1992, p. 431). In case o f economic difHculties o f large enterprises, these 
workers pardy cushion the shocks o f the life-time employment system (See Chapter 3).
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Table 2.9 Permanent and temporary jobs (growth rates) 1983-1991
1983-1985 1985-1989 1989-1991
Permanent Temporary Permanent Temporary Permanent Temporary
Australia 16.5* 12.0* -1.4 -1.1
Belgium -0.8 29.3 5.0 -23.7 6.3 5.4
Denmark 2.6b 1.5b 8.6 -14.3 -1.7 20.1
France -1.7 45.4 -0.2 84.5 -0.5 21.3
Germany 5.3C 16.9C 9.6 -8.5
Greece 9.2d 19.4d 5.1 -14.4
Ireland -5.6 70.6 1.8 22.4 5.9 14.1
Italy 2.3 -45.2 -1.0 58.9 5.5 -12.0
Japan 2.8 3.8 .. ..
Luxembourg 4.1 -25.0 4.0 66.7 6.1 -20.0
Netherlands 1.9 33.2 17.3 35.4 8.1 -3.5
Portugal 4.8* 39.9* 8.3 -6.2
Spain -2.7' 89.8' -1.4 29.4






Source: calculated from Table 2.10.
This section also goes into the part-time full-time mix of these jobs. Table 2.9 shows 
considerable differences in the cyclical development of the growth rates of permanent 
and temporary jobs. There has been no general tendency for temporary employment 
to replace permanent employment. In general terms there has been no pronounced 
general tendency for temporary employment to grow in years in which permanent 
employment has fallen markedly. Exceptions are Belgium, Denmark, France, Ireland, 
Italy and Spain. But these developments are strongly linked to the business cycle 
situation. Notably in some European countries the growth rates have been high, 
reflecting an emerging shift in the balance between desirable job security and flexibility. 
The reverse is also true. The increase was especially noticeable in France, Ireland, the 
Netherlands and Spain. This is not only connected with the business cycle, but also 
with changes in legislation. During the 1980s a number of European countries eased 
the legal restrictions on recourse to fixed-term employment relationships (See Chapter 
5). In the first half of the 1980s, its contribution to employment changes has been 
important in several European countries. In Belgium, France, Ireland and Spain the 
number of permanent employees decreased, while the temporary employment increased. 
In the Federal Republic of Germany, Ireland, Luxembourg and the Netherlands at least 
half of the new employment is with temporary contracts.25 In Italy permanent employ-
25 In a number o f EC countries the upswing between 1983 and 1985 was rather weak. 
Employers may have been using temporary workers until the recovery became more certain and
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ment grew marginally, while temporary employment feil. In Japan employment growth 
was mainly in permanent jobs. In the second half of the 1980s and the beginning of 
the 1990s, the picture is reversed. In most countries the number of temporary jobs 
decreased, while permanent employment grew, with the excepdon of Denmark, France 
and Spain. In Australia and the United Kingdom, both permanent and temporary 
employment feil (See also Córdova, 1986, p. 651; Emerson, 1988, p. 797; OECD, 
1987a, p. 40; Sarfati and Kobrin, 1988, pp. 20-21; Kravaritou-Manitakis, 1988, pp.
40-44; Marshall, 1989, pp. 34-35; Caire, 1989, pp. 79-80; Konle-Seidl et aL, 1990; 
Bentolila and Saint-Paul, 1992; Bielenski et aL, 1992; OECD, 1993). Also in the 
United States the contribution of temporary employment to the strong employment 
growth between 1973 and 1986 has been important. The new jobs were primarily 
involuntary low-paying, insecure part-time and fixed-term jobs, in the unorganised 
sectors of the economy, that only partially resolved the unemployment problem and 
increased the inequality of income distribution (See Piore, 1986; Wilson and Bosworth, 
1987; Ehrenberg et al., 1988; Appelbaum, 1989; Tilly, 1989). In recent years the 
temporary help supply industry was one of the fastest growing industries. Although small 
in terms of total employment, accounting for less than 1% of total wage and salary 
employment in non-agricultural establishments in 1985, this industry has almost 
doubled in size since the recovery began, and has accounted for almost 5% of total 
employment growth (OECD, 1986a, p. 20). According to Belous (1989, p. 12) in the 
United States between 1980 and 1987 the volume of temporary workers increased by 
125%, from less than 0.5 to less than 1.0% of the civilian labour force.
The part- and full-time mix of permanent and temporary employment also sheds 
light on the diverse nature of these jobs. In 1985, part-time temporary jobs as a 
proportion of all temporary employment were 50% or more in Japan, Italy, Luxem­
bourg and the United Kingdom. The proportion was as low as 20% in France. 
However, in all countries a higher proportion of part-time than of full-time jobs are 
temporary (OECD, 1986a; 1987a; 1987b; European Economy, no. 34, November, 
1987). Over 90% of all fiill-time employees consider their current jobs as permanent, 
except in Denmark, Finland, Greece, Portugal and Spain (See Table 2.10). Where the 
proportion of full-time workers with temporary employment did increase between 1983 
and 1985, the increase was rather small. Nonetheless, at the margin full-time temporary 
jobs have been important, at least over this short time period. For example, in Belgium, 
France and Ireland where the number of full-time wage and salary workers declined, 
all of the drop was accounted for by those who considered their job as permanent, 
whereas the number in full-time jobs increased in Japan and the Netherlands. In Japan 
between 1983 and 1985 almost 90% of the net change in employment was in perma­
nent jobs, while in the Netherlands over 90% of the new full-time jobs were con­
sidered temporary. In the 1983-1991 period, strong increases in the proportion of full­
time workers who consider themselves temporary were recorded in France (5%-points) 
and Spain (20%-points). A 2%-points decrease was recorded in Italy. Among part-time 
job-holders in Australia, Ireland, Italy and Spain about half considered their current 
status to be that of a temporary employee. In Greece it is almost two thirds. In Japan
robust. Continuing recovery may lead to limited duration contracts becoming permanent contracts 
(OECD, 1987a, p. 40).
Table 2.10 Proportion of wage and salary workers in permanent and temporary jobs by 
full- and part-time statui, 1983-1991
Percentage o f  which is: Percentage o f  which is:
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Full-time Permanent Temporary Part-time Permanent Temporary 
(OOOs) employment employment (OOOs) employment employment
Australia 1986 5582 92.3 7.7 1303 44.3 55.7
1989 6085 93.4 6.6 1786 50.0 50.0
1991 5909 93.3 6.7 1880 52.9 47.1
Belgium 1983 2557 95.9 4.1 231 80.5 19.5
1985 2550 94.7 5.3 260 77.4 22.6
1989 2558 96.2 3.8 338 84.9 15.1
1991 2668 96.3 3.7 409 86.1 13.9
Denmark 1984 1681 87.8 12.2 476 86.6 13.4
1985 1646 87.3 12.7 565 88.7 11.3
1989 1765 89.7 10.3 574 91.0 9.0
1991 1784 88.5 11.5 566 86.6 13.4
Finland 1991 1753 88.0 12.0 137 62.0 38.0
France 1983 16048 96.8 3.2 1580 95.7 4.3
1985 15752 95.7 4.3 1853 90.9 9.1
1989 16053 92.5 7.5 2231 84.0 16.0
1991 16272 91.3 8.7 2262 78.9 21.1
Germany 1984 19885 90.3 9.7 2658 87.7 12.3
1989 20897 88.8 11.2 3094 90.4 9.6
1991 21633 90.5 9.5 3821 90.6 9.4
Greece 1983 1629 86.1 13.9 84 37.4 62.6
1989 1818 84.6 15.4 71 36.0 64.0
1991 1877 86.8 13.2 54 31.2 68.8
Ireland 1983 786 96.5 3.5 48 50.8 49.2
1985 749 95.2 4.8 47 53.1 46.9
1989 756 94.6 5.4 66 54.1 45.9
1991 788 95.4 4.6 78 54.9 45.1
Italy 1983 14105 95.1 4.9 513 45.9 54.1
1985 13898 97.8 2.2 655 57.2 42.8
1989 13990 96.2 3.8 766 47.9 52.1
1991 14619 97.1 2.9 791 50.0 50.0
Japanb 1983 36650 93.7 6.3 4330 57.3 42.7
1985 37460 93.8 6.2 4710 57.7 42.3
Luxembourg 1983 117 97.7 2.3 8 84.0 16.0
1985 120 98.0 2.0 9 86.4 13.6
1989 127 98.7 2.3 9 68.1 31.9
1991 132 98.2 1.8 11 77.7 22.3
Netherlands 1983 3410 96.2 3.8 894 86.6 13.4
1985 3468 94.7 5.3 996 85.0 15.0
1989 3662 94.2 5.8 1636 85.4 14.6
1991 3859 94.8 5.2 1816 87.1 12.9
Portugal 1986 2794 86.2 13.8 114 64.7 35.3
1989 3078 82.1 17.9 119 62.1 37.9
1991 3253 84.2 15.8 123 63.6 36.4
Spain 1987 7481 85.8 14.2 380 56.1 43.9
1989 8424 74.6 25.4 363 46.7 53.3
1991 8989 68.9 31.1 392 42.8 57.2
United Kingdom 1983 16587 96.9 3.1 4029 84.8 15.2
1985 16484 97.0 3.0 4565 84.0 16.0
1989 17414 97.4 2.6 5062 85.0 15.0
1991 17125 97.6 2.4 5200 85.0 15.0
“Excludes persons with a non-declared status.
bRefers only to employees in non-agricultural industries who worked during the reference week o f  the survey. 
Source: O ECD , 1987a, p. 38; O ECD , 1993, p. 22.
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it is over 40%, in Portugal one third, while in most countries it is between 10 and 
20%. In the 1980s, strong increases in the proportion of part-time workers who 
consider themselves temporary were recorded in France (17%-points), Spain (14%- 
points) and Luxembourg (6%-points). In these countries growth in part-time employ­
ment was mainly in temporary jobs. Decreases were recorded in Australia (7%-points), 
Belgium (5%-points) and Germany (3%-points). In these countries the strong growth 
in part-time employment was mainly in permanent jobs. Also in Denmark, the 
Netherlands and the United Kingdom, the growth in part-time employment was in 
permanent jobs, in Japan 40% was temporary, in Italy and Portugal about half.
2.3.3 Determinants o f Temporary Employment
The growth of temporary employment during the 1980s in the OECD Member States 
can be attributed to the same demand and supply factors as the growth of part-time 
employment. On the demand-side there are four main factors that may account for the 
apparent growth of temporary work over recent years, factors that also are responsible 
for the spread of part-time employment (See Subsection 2.2.3). Firstly, there is the state 
of the cycle: the share o f temporary work typically fluctuates pro-cyclically, employers 
tending to lay off temporary workers first in a downswing and then rehire them in an 
upswing. This is certainly the case in Japan (Feringa, 1978; Inohara, 1990). So, the 
volume of temporary employment can be seen as an indicator for the business cycle 
situation. Temporary employment is used to secure jobs for regular employees in times 
of recession. In an upswing the contracts are renewed. Secondly, there may be some 
underlying trend towards more temporary work in line with the structural shift towards 
services. Thirdly, there is the desire of employers to introducé new employment 
practices. Faced with greater. uncertainty about product demand and the growing 
labour costs, including fringe benefits of employing permanent workers, employers may 
be resorting more to temporary work as a way of matching their labour input more 
closely to seasonal and cyclical fluctuations in demand (See Chapters 3 and 6). 
Employers’ reasons for using temporary (agency and fixed-term) work are: special 
projects, seasonal needs, fill in for absent regular employees, fill vacancy until regular 
employee is hired, identify good candidates for regular jobs, provide a buffer for regular 
staff against downturns in demand and special expertise possessed by the temporary 
workers. A distinction can be made between traditional and new rationales. Traditional 
reasons dearly predominate: limited and foreseeable length of the task to be carried out 
(seasonal employment) and replacement of temporarily absent “normal” staff. New 
reasons that represent a transfer of traditional employers’ risk situations to the 
employees are: uncertainty about the future workload allowing employment of perma­
nent staff, company wishes to have a longer probadon period than permitted by the 
relevant statutory provisions, and regulations in labour law make it difficult and/or 
expensive to lay off redundant staff. Temporary work may also be used in a tight 
market to tap potential labour resources. Also the shift from large-scale establishment 
employment to small business contributed to the growth of temporary employment. 
In Europe, Japan and the United States business size and temporary employment are 
inversely related. Also government policy increased the number of temporary jobs (See 
Chapter 5). In Europe and Japan, changes in the regulation of temporary employment 
have concentrated on removing obstacles to its diffusion rather than on improving the 
situation of temporary workers, resulting in an increasing demand for these kind of
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contracts. On the other hand agency work is prohibited in certain countries or a 
licensing system applies, e.g. in Europe and Japan. This explains why these contracts 
are the least wide spread. There is a close relationship between the legislation about the 
probationary period and protection against dismissals provided by labour law in the 
different OECD countries, the possibilities to conclude fixed-term contract and the 
unemployment rate on the one hand and the incidence of fixed-term contracts on the 
other hand. In Europe, Bielenski et aL (1992) found the lowest incidence of fixed-term 
contracts in the United Kingdom, Denmark and Ireland, three countries where there 
is relatively little protection against (unfair) dismissal. In Italy and Belgium there is 
relatively high protection against dismissal, but at the same time possibilities to make 
fixed-term contracts are restricted and the incidence of fixed-term contracts hold an 
intermediate position. In Germany and the Netherlands the protection against (unfair) 
dismissal is high, and at the same time there are very few restrictions concerning the 
utilisation of fixed-term contracts, resulting in a high use of fixed-term contracts. In 
the EC, the highest percentages of temporary employment contracts are found in 
France, Portugal and Spain, countries with the most stringent regulation on fixed-term 
contracts. However, these countries also are the ones with the most stringent limitation 
on the dismissal of permanent employees. These factors also explain why the temporary 
employment rate is so low in the United States, and above average in Japan. In the 
latter country it is related to the “life-time employment”. Also the special employment 
schemes, introduced in a number of OECD countries, aiming at reducing youth and 
long-term unemployment by subsidising employers for supplying temporary employ­
ment contracts and training contracts are of importance (See Chapter 5).26 Despite 
legal equality temporary workers are, due to the prerequisite of a minimum period of 
unbroken service, excluded from coverage by the system of social security and/or 
protection against dismissal and other fringe benefits. This exclusion, ceteris paribus, 
results in an incentive for employers to hire temporary workers. Also trade union policy 
towards temporary employment can pardy explain the developments in temporary 
employment in Europe, Japan and North America (See Chapter 4).
Supply factors may also influence the spread of temporary work (Teriet, 1978, p. 
29; Polivka and Nardone, 1989). Some workers may seek temporary work because of 
the flexibility it allows them to combine work with other activities such as child rearing 
or attending courses. Temporary jobs may also offer new entrants or reentrants to the 
job market the opportunity to test their interest. Another reason why individuals may 
accept contingent jobs is to supplement their (family) income, including the additional 
worker effect. Others may be attracted by higher rates of pay in temporary jobs, 
especially in the professions. The business cycle situation may also have its influence 
on the supply of temporary labour. Unemployed persons may accept a temporary and 
fixed-term job as an alternative to joblessness, in periods of significant labour slack (See 
Section 2.3.6 on involuntary temporary work).
26 Also reductions in government spending contributed to the growth o f temporary employ­
ment. The latter is used to minimise the volume of permanent employees and hence personnel 
costs in the non-profit sector. Although of importance, this is outside the focus o f this study.
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2.3.4 Temporary Employment by Industry
Like part-time employment, the differences in the rate of temporary employment 
between countries can pardy be explained by differences in the economic structure, i.e. 
the distribution of employment by economic sector and by enterprise size. As can be 
seen from Table 2.11 temporary jobs are usually highly represented in agriculture. In 
Greece and Spain it is around 50%. High rates are also found in agriculture in 
Portugal, Italy and Japan. Much of this industry is seasonal and uses casual labour. For 
the EC countries and Japan, the next most important sector of industry where tempo­
rary employment is located is construction. High rates are found again in the five 
countries mentioned above. In Greece and Spain the temporary employment rate is 
50% or more. In the EC countries and Japan, temporary workers also tend to be 
disproportionately located in the distributive trades, and other services. Although the 
proportion, with few exceptions, has increased, temporary workers generally account 
for less than 10% of wage and salary jobs in the latter two sectors of industry. Finally, 
temporary employment is underrepresented in manufacturing, exceptions being Greece, 
Portugal and Spain. In countries with relatively high percentages of temporary work
— Australia, Greece, Portugal and Spain — the spread in the use of temporary contracts 
across industries is more wide, indicating that their use was due to more than seasonal 
fluctuations (OECD, 1993, p. 23). Another conclusion that can be drawn from Table 
2.11 is that, in the 1983-1991 period, within countries the industry specific develop- 
ment of temporary employment does not differ from the development of temporary 
employment in general. However, there are considerable differences in the industry- 
specific development between countries, reflecting the inter country differences in the 
state of the business cycle. Temporary employment in the EC seems to correlate 
consistendy with employment growth. It is higher in services than in industry, and 
higher in the faster growing subsectors of industry and services. Like in the EC, in 
Japan the share of temporary employment in total employment is higher in the faster 
growing subsectors of industry and firms than in declining sectors and firms (OECD, 
1989a, p. 175-182; Meager, 1985; Nadel and Schwab, 1987; Casey, 1988; Buechte- 
mann, 1989). Also in the United States, temporary employment -  agency, on call and 
fixed-term employment -  is higher in services and higher in growing firms, than in 
declining or stable firms (Mangum et a l , 1985).
Data on the nature o f temporary jobs -  whether they represent fixed-term contracts, 
seasonal work, or other arrangements -  by industry are rare. For Europe, Bielenski et 
aL (1992) found a more frequent use o f fixed-term contracts in the industrial sector 
than in the services. The highest incidence was found in energy, chemical industry and 
metal industry; the Iowest incidence was found in the construction sector and in the 
distribudve trades. However, the average proportion of fixed-term contracts in those 
establishments that had any fixed-term contracts was low in energy, chemical industry 
and the metal industry (about 5%), but much higher in the construction industry 
(18%) and the distributive trades (12%) (See also Chapter 6). Research concerning 
agency work in the European Community (De Roos et aL, 1989) shows that in 
Germany (78%), and France (51%) most agency workers are in industry. In Denmark 
(100%), the Netherlands (50%) and the United Kingdom (50%) half or more of all 
agency workers are in the commercial services, while only in France (24%) and the 
United Kingdom (24%) a fairly large part is working in the construction sector. The 
latter is probably related to prohibition of the use of temps in this sector in the other
Table 2.11 Temporary employees as a proportion o f total wage and salary employment by industry, 1983-1991" (percentages)



























Australia 1986 16.7 13.6 2.0 4.7 10.3 16.0 20.3 9.0 12.9 22.3
1989 16.8 14.1 0.9 3.0 8.8 13.0 22.7 9.0 13.8 21.9 ..
1990 16.3 13.5 1.7 5.0 8.5 13.2 22.0 8.3 12.0 20.8 ..
Belgium 1983 5.4 7.7 1.9 2.2 2.8 2.6 6.9 2.7 4.1 9.3 8.2
1987 5.6 7.0 1.8 2.8 2.9 3.7 5.4 2.1 4.4 9.4 8.6
1989 5.1 6.4 1.8 2.2 2.7 3.0 4.9 2.3 3.8 8.5 8.6
1991 5.1 6.2 3.5 2.5 2.1 2.7 4.8 2.9 3.5 8.3 8.8
Denmark 1985 12.3 19.8 3.6 7.1 9.5 15.6 15.6 7.1 7.2 13.7 14.4
1987 11.2 15.0 7.9 2.2 8.7 14.6 15.2 5.7 7.6 12.3 11.7
1989 9.9 13.9 3.1 3.6 6.8 14.0 13.1 5.1 6.2 11.7 11.9
1991 11.9 14.9 1.6 4.7 8.5 18.2 15.0 7.1 6.4 14.7 12.0
Finland 1989 11.9 21.4 „ 4.7 7.3 12.6 7.3 11.7 19.7
1991 13.1 23.2 4.7 • • 5.0 15.2 5.6 7.7 23.3
France 1983 3.3 5.1 2.4 2.1 3.7 5.2 6.0 1.1 3.8 2.4 0.7
1987 7.1 10.1 2.3 3.2 6.0 8.4 8.9 2.9 6.5 9.1 6.3
1989 8.5 11.5 2.6 7.0 8.9 9.9 10.9 3.9 7.5 9.5 5.9
1991 10.2 13.9 4.2 5.5 8.5 10.1 10.2 6.1 7.5 14.8 10.0
Germany 1985 10.0 21.6 4.7 6.2 7.7 10.4 12.0 5.5 9.0 13.9 12.4
1987 11.6 24.4 6.0 6.9 8.8 11.2 13.9 6.7 10.0 15.8 16.2
1989 11.0 17.4 6.6 5.8 8.2 9.1 13.6 6.4 10.1 15.4 15.9
1991 9.5 16.5 5.5 6.1 7.1 7.9 10.7 5.8 8.7 13.4 13.5
Greece 1983 16.3 51.1 5.3 9.5 12.2 47.8 19.2 10.2 10.2 10.8 3.0
1987 16.6 60.5 5.2 6.3 10.4 58.3 21.2 13.6 7.7 13.0 2.0
1989 17.2 57.2 5.1 7.9 14.0 63.2 19.3 12.6 9.9 12.3 3.0
1991 14.7 40.2 5.4 7.9 12.9 50.0 17.2 9.6 9.4 12.1 2.7
Ireland 1983 6.2 7.6 3.2 2.3 3.4 8.0 7.2 4.1 6.6 10.2 3.1
1987 8.6 9.3 3.9 3.7 5.2 10.7 9.6 4.3 10.0 13.4 4.8
1989 8.6 11.8 4.2 4.7 5.2 12.7 10.3 3.5 6.0 14.7 1.9
































Italy 1983 6.6 35.9 2.3 0.9 2.2 11.9 7.0 1.5 1.9 . 6.5 2.3
1987 5.4 27.0 1.3 2.0 2.6 8.3 5.9 1.5 3.8 5.8 1.9
1989 6.3 28.1 1.5 2.0 3.7 9.8 8.1 1.4 4.3 7.0 2.3
1991 5.4 24.4 1.0 1.8 2.9 7.5 6.3 2.0 3.3 6.5 2.2
Japanb 1983 10.3 26.5 2.8 5.9 8.9 17.5 13.4 4.2 3.6 9.9 6.7
1987 10.5 25.0 3.2 15.1 13.9 4.9 4.6 10.7 5.6
1989 10.8 26.7 3.3 6.9 9Ü) 14.2 14.6 6.1 4.9 11.0 5.3
1991 10.4 20.9 3.0 5.9 8.8 12.3 14.7 6.2 4.9 11.1 6.0
Luxembourg 1983 3.3 8.5 1.7 1.0 1.6 3.5 5.1 2.7 1.2 5.3 2.7
1987 3.5 8.6 1.1 1.2 2.9 2.9 5.8 1.4 2.6 5.2 2.4
1989 3.4 9.3 0.8 1.7 1.6 3.6 5.2 1.8 2.2 5.4 2.7
1991 3.3 3.9 1.0 1.3 2.3 2.2 4.5 1.6 2.8 5.7 2.5
Netherlands 1983 5.7 10.5 3.4 1.8 3.1 3.9 5.0 3.6 3.6 10.1 5.1
1987 9.2 20.3 4.4 5.9 8.3 4.9 10.6 6.2 8.0 12.0 6.2
1989 8.5 13.0 3.7 5.2 7.3 4.7 9.6 5.9 7.8 10.9 7.4
1991 7.6 11.5 4.4 3.5 6.3 3.8 8.0 5.1 7.4 10.4 6.2
Portugal 1987 17.0 37.2 7.3 11.7 15.6 31.1 19.1 6.3 10.6 14.8 9.1
1989 18.7 31.6 10.3 15.7 18.5 29.0 23.3 8.9 11.2 17.3 9.8
1991 16.5 29.1 6.8 12.9 16.5 23.5 21.5 10.8 15.1 14.8 8.5
Spain 1987 15.6 39.4 4.3 8.2 12.3 29.5 18.3 7.8 8.5 13.3 7.7
1989 26.6 49.6 8.2 16.6 24.0 49.4 31.7 15.9 19.3 22.8 10.3
1991 32.2 54.4 9.9 22.9 28.5 55.7 38.9 19.3 26.3 27.8 15.7
United Kingdom 1983 5.5 11.8 2.0 2.3 2.7 6.9 9.0 2.2 3.7 7.9 4.0
1987 6.3 10.2 2.8 3.0 3.1 6.9 7.8 2.7 4.8 9.8 7.4
1989 5.4 7.1 3.1 3.3 2.7 4.4 7.6 2.7 4.1 8.8 3.2
1991 5.3 6.8 3.6 1.9 2.7 3.6 7.8 2.6 4.3 8.1 4.0
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non-declared status was quite small; 'The data are annual averages of the monthly labour force survey. Temporary employment is the sum of temporary employees (persons 
employed for a specific period of a month or more but not more than a year) and day labourers (persons employed on a daily basis or for a specific period of less than 
a month). The Japanese industry nomendature is slighdy different from the NACE system used in the European Community. Specifically, business services are induded 
in other services» and public administration refeis to government, not elsewhere dassified.







countries. Agency work in the government/non-profit sector and agriculture is low in 
all EC countries. In France, the number of employees with formal fixed-duration 
contracts increased by 52.000 between 1983 and 1985. This represented only about 
one-fifth of the total increase in temporary work. Information from the United 
Kingdom Labour Force Survey shows that only about a third of all temporary workers 
have fixed-term contracts, while the rest considered their jobs to be seasonal, temporary 
or casual. This situation differs substantially across industries. In agriculture and the 
distributive trades the large majority of temporary workers have seasonal, temporary or 
casual jobs. In the United Kingdom construction industry, however, most temporary 
jobs are based on fixed-term contracts (OECD, 1987a, pp. 35-36). Casey (1988, pp.
41-42) found in the United Kingdom that manufacturing establishments are much less 
likely than average and service sector establishments are rather more likely than average 
to make use of fixed-term contract workers. With agency workers the situation is 
reversed. An important determinant of this result is the behaviour of the public sector 
establishments. There is no difference between private manufacturing and private 
service establishments in their use of fixed-term contract workers. The most important 
user of agency workers are establishments in the banking, insurance, finance and 
business service sector. In manufacturing, numerical flexibility has been achieved largely 
through greater use of temporary and casual workers and overtime, as opposed to more 
part-time working in services. Functional flexibility is largely restricted to manufactur­
ing (Atkinson, 1987, p. 91). According to Atkinson and Meager (1986b) part-time 
employment is more important in service sector and temporary working more impor­
tant in manufacturing. In the United States, above average use of temporary work is 
in the service sector, notably transportation and health care, while below average use 
is found-in the manufacturing and business services. However, there are differences 
between the forms of contract (Mangum et aL, 1985). In the retail trade and in 
transportation the incidence of fixed-term contracts is relatively high, in finance- 
insurance and manufacturing and business services it is agency work. On Call employ­
ment is high in health care.
2.3.5 Temporary Employment by Age and Sex
Youth account for a large proportion of temporary employees, with the clear exception 
of Japan (See Table 2.12). In 1985, their share ranges from 16% in Japan, over 30% 
in Italy and the United States to over 60% in Denmark, France and Luxembourg; 
hence they are greatly overrepresented in temporary jobs relative to their share of all 
wage and salary employment.27 The general overrepresentation of youth is to be 
expected. Many are in school or higher education and want only temporary employ­
ment. Others may consider their current jobs to be temporary in that they are job- 
shopping before settling into a more permanent situation. In addition, the creation or 
expansion of government programmes (See Chapter 5) to help young unemployed 
people is also a factor accounting for the high representation of youth. However, as can 
be seen from Table 2.12, in some EC countries, the situation has changed considerably. 
Between 1985 and 1991, in France, the share of younger workers feil almost 20%-
27 With the exception o f the United Kingdom, in all EC countries around two thirds o f all 
agency workers are younger than 30 years (De Roos et aL, 1989).
Total Age 15 to 24b Age 25 to 54 Age 55 to 64 Males Females
1985 1991 1985 1991 1985 1991 1985 1991 1985 1991
Belgium 100.0 47.4 35.8 50.5 62.6 2.1 1.6 44.8 35.9 55.2 64.1
(100.0) (15.5) (13.8) (77.5) (81.4) (7.0) (4.8) (65.2) (59.5) (34.8) (40.5)
Denmark 100.0 62.8 56.6 33.3 39.7 3.9 3.8 50.2 47.9 49.8 52.1
(100.0) (23.1) (24.5) (66.6) (67.5) (10.3) (8.0) (53.2) (51.4) (46.8) (48.6)
Finland 100.0 30.8 64.4 4.8 40.3 59.7
(100.0) 11.4 (81.3) (7.3) (49.8) (50.2)
France 100.0 62.9 44.5 35.5 53.4 1.6 2.1 58.7 47.4 41.3 52.6
(100.0) (15.6) (15.8) (77.5) (78.3) (6.9) (5.9) (57.5) (54.8) (42.5) (45.2)
Germany 100.0 58.3 39.0 2.7 54.9 45.1
(100.0) (20.6) (70.8) (8.6) (58.7) (41.3)
Greece 100.0 25.8 66.7 7.5 65.6 34.4
(100.0) (15.6) (76.4) (8.1) (65.3) (34.7)
Ireland 100.0 58.3 39.2 37.8 56.5 3.9 4.2 48.9 44.8 51.1 55.2
(100.0) (30.0) (25.9) (61.6) (67.5) (8.4) (6.6) (64.6) (59.2) (35.4) (40.8)
Italy 100.0 30.8 33.8 57.6 59.2 11.6 7.0 50.9 47.1 49.1 52.9
(100.0) (15.3) (17.1) (75.4) (75.1) (9.3) (7.8) (66.5) (62.4) (33.5) (37.6)
Japan 100.0 16.0 23.4 66.4 58.0 17.6 18.6 32.3 28.0 67.7 72.9
(100.0) (15.2) (16.4) (72.6) (71.0) (12.2) (12.6) (64.1) (61.4) (35.9) (38.6)
Luxembourg 100.0 65.5 53.7 34.4 44.2 0.0 2.1 49.2 46.8 50.8 53.2
(100.0) (23.0) (18.7) (61.5) (76.1) (5.5) (5.2) (66.0) (64.1) (34.0) (35.9)
Netherlands 100.0 45.5 53.0 1.5 46.9 53.1
(100.0) (22.2) (72.8) (5.0) (60.6) (39.4)
Portugal 100.0 49.2 47.7 3.1 52.4 47.6
(100.0) (25.6) (66.6) (7.8) (57.2) (42.8)
Spain 100.0 40.8 55.3 3.9 61.7 38.3
(100.0) (24.1) (66.9) (8.9) (66.2) (33.8)
United Kingdom 100.0 51.1 39.1 41.3 52.1 8.6 8.8 45.3 37.5 54.7 62.5
(100.0) (22.1) (20.4) (64.8) (68.9) (13.1) (10.6) (56.2) (52.4) (43.8) (47.6)
United States 100.0 32.7 57.6 9.7 35.8 64.2
al”______________ __£_
(100.0) (20.1) (67.4) (12.5) (55.0) (45.0)
bData for Italy, the Netherlands, Ireland, Greece and Portugal refer to persons aged 14-24; for United Kingdom and France persons 16 to 24 vears of age. 









points, from 63% to 44%. Also in Belgium, Ireland and Germany large declines are 
recorded (See also OECD, 1993, p. 23). In Japan, on the other hand, the proportion 
of youth in temporary jobs increased.
The interesting question of the extent to which, if at all, youth may become 
“trapped” over the longer term in temporary or unstable employment cannot be 
answered with these data. Youth unemployment is evidendy highly concentrated in a 
relatively small group of young people, so that the “job-shopping” perspective is not 
an entirely satisfactory explanation. However, the evidence concerning the causal 
importance of the types of jobs in accounting for turnover and unemployment concen- 
tration is mixed (OECD, 1987a, p. 37). Japan is quite different; the life-time employ­
ment system favours the recruitment of young people into permanent jobs. The 
relatively high proportion of temporary workers among those 55 years and over in 
Japan (17.6%) can be explained from the compulsory retirement age of 55, but also 
it is related to the ageing of the work force. Since pensions in Japan are small and 
begin to be paid only at the age of 65, many retired workers are forced to find another 
job (See notes 12 and 13). Large companies reemploy a part of the retired workers 
either in the same company or in subsidiaries or sub-contract firms, mostly on a 
temporary basis. Those not reemployed find new (unstable) employment in small 
enterprises. Because of the strong preference Japanese employers have for young 
workers, the labour market position of older workers is very weak. They are the last to 
be hired and the first to be fired. Thus they are often forced to take a temporary job. 
But also youth in Japan may take part-time or side jobs, because government supply 
of scholarships are usually not sufficiënt to make a living (Feringa, 1978; Inohara, 
1990).
Another conclusion that can be drawn from Table 2.12 is that temporary employ­
ment is, relative to part-time employment, more evenly distributed over the sexes. 
There are differences between the three economic blocks. In the EC countries about 
half of the temporary workers are males28; in Japan and the United States this is 
about two thirds. In 1985, relative to their proportion of all wage and salary employees, 
women were overrepresented in temporary employment, the exceptions are France and 
Denmark. The economic structure of temporaiy employment, in particular the fact that 
temporary contracts are quite usual in manufacturing and in construcdon activities (and 
that seasonal work is widespread in agriculture) contributes to explaining the narrower 
sex differentials as in the case of part-time employment. However, between 1985 and
1991 the proportion of females increased everywhere. Now in all countries the propor­
tion of females in temporary work is over 50%, the exceptions are Germany, Portugal 
and Spain. In Spain two thirds are male. But still, it is age rather than sex that typifies 
workers with temporary contracts in Europe, and to a lesser extent also in Japan and 
the United States.
28 Around two thirds o f all agency workers in the EC are male. In the United States this 
situation is reversed. There almost two thirds are women. In the United Kingdom and the 
Netherlands the male and female shares are almost equal, while in Denmark 80% of the agency 
workers are women. The latter is probably a result of the fact that agency work is only allowed in 
the administrative and commercial sector (De Roos et aL, 1989).
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2.3.6 Involuntary Temporary Employment
Do temporary workers want a permanent job, or are they underemployed in the sense 
that they prefer a permanent job, but cannot find it? Voluntary temporary work means 
that supply-side rather than demand-side factors on the labour market explain the 
development in temporary working. The distinction between voluntary and involuntary 
temporary work is closely linked to the term of the contract, and the uncertainty about 
the number of hours worked, and hence income uncertainty. For many, temporary 
work may represent a form of underemployment in that they would prefer but are not 
able to find a more permanent job. Involuntary temporary work is likely to increase 
in a period of slack labour demand (OECD, 1986a, p. 22). The proportion of those 
with temporary jobs who are seeking permanent employment can be seen as an indirect 
indicator of precariousness of this form of work (Rodgers, 1989, p. 152). According 
to Olmsted and Smith (1989, p. 375), in the United States, “involuntary temps” is the 
fastest growing segment of the contingent work during the 1980s (See also Golden and 
Appelbaum, 1992). In Japan a large part of the suppliers of temporary labour have a 
permanent commitment to the labour market, but institutional barriers more or less 
force them to accept a temporary job. This is certainly the case for most male tempo­
rary workers but to a certain extent also for female part-time workers (Feringa, 1978). 
According to data from the 1986 EC labour force surveys men were rather more likely 
than women to explain that they were in temporary work because they were also 
receiving training or because they could not find a permanent job. Only 5% of the 
men explained that they did not want a permanent job, as compared with 12% of the 
women (OECD, 1988a, p. 150). Also in 1991, in the EC a majority under a tempo­
rary contract indicated that they could not find a permanent job, being the highest in 
countries with the highest shares of temporary jobs and the highest unemployment 
rates. Almost 90% in Spain and over 70% in Greece, over 60% in Belgium, Portugal 
and the Netherlands and over 50% in Italy. Denmark, Luxembourg and the United 
Kingdom are exceptions: under 40% indicated that they could not find a permanent 
job. In Denmark and the United Kingdom about 30% did not want a permanent job 
(OECD, 1993; Marshall, 1989). Danish figures show that two thirds of the workers 
who had a temporary job could not get a permanent job. One third did not wish a 
permanent job (De Neubourg and Caanen, 1988). Also in the United Kingdom the 
single most important reason for taking a temporary job given by respondents to the 
Department of Employment’s Labour Force Survey was that a permanent job was not 
available. However, this reason was offered by little more than a third of all temporary 
workers. Rather more than a quarter did not want a permanent job (Casey, 1988). A 
sizeable 30% of the employees on fixed-term contracts in Germany indicated they 
personally requested their employment to be limited in duration; in this group there 
are particularly many persons for whom gainful employment is not the main activity
— e.g. students or housewives (Buechtemann and Höland, 1989, p. 164). Dutch 
research shows that over three-quarters of the people with temporary labour contracts 
prefer a permanent job (Allaart et aL, 1987; Van Geuns et al., 1988). A French survey 
shows that for a large majority of the employees the use of temporary work or limited 
length contracts results more from a constraint than from a deliberate choice (Nadel 
and Schwab, 1987). A survey in eight EC countries — including Belgium, Denmark, 
Germany, Italy, Luxembourg, the Netherlands, Spain and the United Kingdom — 
shows clearly that the overwhelming majority of employees only accepted fixed-term
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contracts because they are obliged to do so (Bielenski et al., 1992). These results 
indicate that temporary employment is demand-side dominated.
There are differences in the incidence of involuntary temporary employment 
between males and females. For males it is higher than for females. In 1987, in the EC 
50% of the women and 70% of the men had temporary jobs because they could not 
find a permanent position. In Spain and Greece around 85% of males and females 
working in a temporary job prefer a permanent job. In Portugal, Ireland and Italy this 
proportion is between 60 and 70%, in the Netherlands it is just over 50% for males 
and over 55% for females, in Belgium and Denmark it is below 40% and in Luxem­
bourg below 30% (Commission of the European Communities, 1990). In the Nether­
lands the majority of males and females with a temporary job took these jobs because 
no permanent job was available. About two thirds of the workers with a temporary job 
stated that their motivadon for taking this work was that “only a temporary job was 
available”. Only 13% of the male and 20% of the female temporary workers preferred 
a temporary job (Rapportage arbeidsmarkt, 1986, p. 61). The differences between males 
and females can partly be attributed to the full-time or part-time character of the 
temporary jobs. Most males have temporary full-time jobs, while most females have 
temporary part-time jobs. Research in the United Kingdom shows that 51% of 
temporary full-time workers could not find a permanent job, while only 23% for 
temporary part-time workers (MSC, 1985).
2.4 C O N C LU SIO N S
Part-time and temporary employment have grown in importance in almost all advanced 
market economies in recent years. The growth rates of these atypical forms of work 
vary across countries as well as overtime. The temporary employment rate is the lowest 
in the United States, and one of the highest in Japan. The European countries show 
a mixed picture. The part-time employment rate is average in Japan and the United 
States. Europe again shows a mixed picture. The experience of the United States and 
Japan contrast significantly with the European countries, although there also are a 
number of common characteristics. Particularly in Europe the shares of part-time and 
temporary employment in total employment have grown, while in Japan they remained 
rather stable. Also in the United States the rate of temporary work grew strongly. The 
proportions in total employment show some convergence. Another conclusion is that 
part-time employment accounts for a considerable part in the net employment growth 
since the first oil shock, while, during the 1980s, a considerable part and in some 
European countries most of the new jobs were temporary jobs. Fixed-term employment 
constitutes the majority of all temporary employment. To some extent atypical employ­
ment shifted the burden of cost and insecurity toward employees. However, the 
proportion of employees on insecure contracts still is small. There has been neither a 
general tendency for part-time to replace full-time employment, nor for temporary 
employment to replace permanent employment. The growth of atypical employment 
mainly resulted from a decline of full-time employment in manufacturing and a rise 
of regular part-time employment in services and not from the spread of temporary 
employment. Part-time employment is becoming typical. The growth of part-time 
employment has been important for female employment growth. Half-time jobs prevail.
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Most part-time jobs are in the service sector, while temporary employment is more 
evenly distributed over agriculture, industry and services. In Europe, Japan and the 
United States the rate of temporary employment is higher in growing firms than is 
stable or declining firms. In all three economic blocks the part-time and temporary 
rates are inversely related with firm size. Among males, in Europe and Japan part-time 
employment is concentrated among the older workers, while in North America and 
Australia the majority is among the young. Female part-time employment is more 
widely spread across age groups. In most European countries about half of all tempo­
rary employees are males, while in Japan and the United States two thirds of the 
temporary employees are female. With the exception of Japan, youth accounts for a 
large proportion of temporary workers. It is age rather than sex that typifies workers 
with temporary employment. However, in the second half of the 1980s, the proportion 
of females increased eveiywhere. Now in almost all countries over half of all temporary 
work is done by women. Moreover, in Europe the proportions of youth in temporary 
jobs show large declines, while in Japan the proportion increases. Both developments 
point towards convergence in the characteristics of temporary jobs.
The growth in part-time and temporary work in the OECD area can be attributed 
to the same demand and supply factors. However, as was shown in this chapter, the 
relative weight of these factors varies considerably. The demand-side of the labour 
market, that is the enterprises, are the most important factor behind the growth of 
temporary work, while for the growth of part-time work the supply-side of the labour 
market, that is the quest by (female) employees, is the more important. Evidence clearly 
shows that the majority of the part-time jobs in Europe, Japan and the United States 
is voluntary, while most temporary jobs are involuntary. However, there are inter 
country differences, differences between males and females, as well as between forms 
of part-time jobs. The proportions of involuntary part-time workers have risen over the 
past decades. This rise is attributable to cyclical and demand effects. All these con- 
clusions and relationships are to a large extent based on macro and/or bivariate analysis. 
It is still an empirical question whether they are true in a multivariate context. In 
Chapter 6 a number of these conclusions and relationships will be tested by a 
multivariate regression analysis using European micro, i.e. establishment data.
From this chapter it can also be concluded that the differences in the volume and 
growth of part-time employment between OECD countries are much bigger than those 
of temporary employment. This suggests that part-time work is more effected by the 
differences in legal and socio-economic setting. The fact that the importance of 
temporary employment is much more uniform across countries, indicates that its use 
might still be a “traditional” rational, and that differences between countries in its 
“relative advantage” are not substantial (Cf. Marshall, 1989, p. 45). From the inter­
national comparative analysis it can also be concluded that for the proportions of part­
time and temporary employment in total employment, there is neither a macro- 
economic maximum rate, nor a macro-economic optimum rate. These rates are, to a 
large extent, dictated by the labour market situation.
CHAPTER 3
Atypical Employment and Employers Policy
3.1 IN T R O D U C T IO N
In line with the supply-side economic thinking employers and their representatives are 
very much in favour of a flexibilisation and deregulation of the labour market and 
more freedom of action (International Organisation of Employers, 1985; Sarfati and 
Kobrin, 1988; Koshiro, 1992). This resulted in an increase in the number of atypical 
employment relations in the three major economic blocks during the 1970s and 1980s 
(See e.g. Tilly, 1989; Bielenski et aL, 1992; Koshiro, 1992) (See also Chapter 2). This 
chapter investigates the employers’ motives for using atypical employment relations, i.e. 
part-time and temporary work, and the short and long-term impact of these forms of 
work on the functioning of the enterprise.
The chapter is organised as follows. Section 3.2 addresses the “flexible firm”. 
Flexible labour is defined and the theories and practice of external and internal labour 
market segmentation are discussed. Next, in Secdon 3.3, the employers’ attitude 
towards atypical employment relations are reviewed and commented upon. Their 
rationales for using part-time employment, agency work and fixed-term employment 
are analysed in Section 3.4. Section 3.5 goes into the business economic consequences 
of part-time and temporary employment. Conclusions are drawn in Section 3.6.
3.2 T H E  FL E X IB L E  FIRM
3.2.1 Flexible Labour
In most general terms flexibility is the capacity to adapt to changes. Employers see flexi­
bility as an indispensable response to market uncertainties, dearer money, the increasing 
pace of business activities, shorter product life cycles and the internationalisation of 
markets (Brunhes, 1989; Rojot, 1989). The employers can be seen as the main agents 
of change in the internal labour market. Flexibility at enterprise level covers both 
technical-economic (production systems) flexibility and social (personnel) flexibility. 
Here we are interested in the latter, i.e. in labour flexibility.1 Hence, labour flexibility 
at enterprise level is only one aspect of firm’s total quantitative and qualitative flexibility. 
In the 1970s and 1980s labour flexibility at the enterprise level has assumed prominence
1 On technical-economic flexibility see e.g. Bolwijn et aL (1986) and Kanawaty (1989). There 
is a trade-off between both forms o f flexibility. A more flexible production organisation could cope 
with market fluctuation by means o f flexible production techniques systems and the need for a 
shifting o f flexibility towards the labour supply could be reduced or avoided (Piore and Sable, 
1984).
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in the discussion of labour market flexibility. Two types of flexible labour input can 
be found (Atkinson, 1985; 1987; OECD, 1986b; Brunhes, 1989):
— Numerical flexibility is the ability of firms to vary the number of workers (external 
numerical flexibility), or the level of worked hours (internal numerical flexibility), in 
line with changes in the level of demand for them, i.e. the workload. Nollen (1992) 
distinguishes staffing (finding people to do the job) from scheduling (having people on 
the job when they are needed). This option may be described as the external labour 
market strategy: changes in the product mix or production functions are achieved by 
shedding labour with obsolete skills and hiring those with skills in demand. In theory 
this implies that at any time the number of employed or engaged by an enterprise 
and/or the hours worked match the number needed. Numerical flexibility may also be 
achieved by extemalisation, its major aim is to replace employment contracts by 
commercial contracts. The risks associated with the uncertainties and fluctuations of 
productions are transferred to temporary staff from employment agencies or to another 
enterprise (sub-contracting, self-employed workers). How numerical flexibility is 
achieved is mainly determined by: the scale, frequency and predictability of the 
workload fluctuations; the legal, administrative and labour market possibilities for 
securing additional workers who will not enjoy continuity of employment, and the 
nature of the job in question. Sub-contracting and self-employment are outside the 
focus of this study;
-  Functional flexibility is the ability of firms to organise jobs so that the jobholder can 
deploy his or her skills across a broad range of tasks. This option may be referred to 
as the internal labour market strategy. Labour is treated as more homogeneous and 
changes in skill requirements are achieved mainly through retraining, redefinition of 
occupations and re-assignment of workers. This latter “human resource development” 
approach emphasises the need to upgrade labour skills and views labour as a factor to 
be conserved. So, employees can be redeployed quickly and smoothly between activities 
and tasks.2
Firms may take account of the numerical and functional flexibility options simulta- 
neously and choose an optimal mix. Not only has numerical flexibility increased, but 
also functional flexibility. However, there is evidence that employers rely more heavily 
on the first (Atkinson, 1987; OECD, 1986b; 1987a; Van Ham et aL, 1987; Belous, 
1989; Polivka and Nardone, 1989; Osterman, 1989; Olmsted and Smith, 1989; Tilly, 
1989; Koshiro, 1989; 1992; Golden and Appelbaum, 1992). In order to stay competi- 
tive employers, in the 1970s and 1980s, sought greater control over labour costs by 
adjusting the size of their workforce to demand by means of atypical employment 
relations. The latter has increased in almost all OECD countries, including most Euro­
pean countries, Japan and the United States, resulting in a growth of (involuntary) 
part-time and temporary employment (See Chapter 2). Numerical flexibility is a 
defensive strategy in reaction to uncertainties. Paradoxical though it may seem the
2 Moreover, there is fin an cia l flexibility. This refers to wage flexibility, i.e. wages reflect the 
state o f demand and supply on the external labour market and to pay flexibility on the internal 
market, and is supposed to facilitate either numerical or functional flexibility. However, combining 
wage flexibility with rapid employment adjustment may lead to structural instability in the labour 
market (Boyer, 1988). Wage flexibility and profit-sharing are outside the scope of this study.
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purpose behind flexibility is to maintain the stability of certain economic indicators 
(Boyer, 1987, p. 113). Part-time and temporary work are often considered elements of 
numerical flexibility (See OECD, 1986b). Here it will be argued that part-time 
employment is heterogenous and that permanent part-time employment can play an 
intermediate position between permanent full-time and flexible labour, i.e. between 
functional and numerical flexibility (See Delsen, 1992a).
Uncertainty in the relative near future is the basic condition of the demand for 
flexibility. Uncertainty in terms of output, factor prices or production technology will 
lead to a management desire for manpower flexibility, whilst slackness of the labour 
market provides the opportunity for this desire to be realised (Hill et al., 1988, p. 6). 
The level of unemployment and flexibility are direcdy related. European managers see 
them as being linked in three ways (Brunhes, 1989, p. 13). First, high unemployment 
allows employers to hire workers on contracts that give no job security or that are 
short-term, part-time with very few hours -  conditions that workers would not accept 
in a situation of full employment. On the other hand their effort to alleviate un­
employment are perceived positively by both the employees and their customers. Third, 
in most countries high unemployment has weakened the trade unions (See also Chapter 
4), and thus their scope for action, and increased employers’ freedom of action. This 
employer centred flexibility results in insecure jobs. Traditional employment contracts 
essentially impose a level of fixed costs, which can severely restrict the opportunity for 
manoeuvre in response to changing circumstances. Labour costs are more direcdy under 
the control of managers than are, for example, the prices of raw material, capital 
charges etc.3 The prime objective of contingent employment is to limit a company’s 
use of “regular” employees and deal with changing work loads by expanding the use 
of “peripheral” workers. A flexible employment contract offers the possibility of 
transferring this uncertainty from the employer to the holder of labour services.4 
However, such a shifting of uncertainty, given that the employee is at least as risk- 
averse as the employer, is only possible in the absence of alternative (better) employ­
ment offers (Hill et al., 1988, p. 5). Moreover, if workers have an extreme distaste for 
short-term contract, or are risk-averse, then the wage for temporary contracts may have 
to rise as compensation differential; in response, productivity may rise endogenously 
as firms hire fewer “flexible” workers more selectively and with more commitment to 
training (Burda, 1992).
Functional flexibility can be viewed as a substitute for numerical flexibility, i.e. 
managerial flexibility in hiring and firing. In supply-side economic thinking the greater 
flexibility of the American labour market explains its superior employment record
3 It may be the most important control mechanism that management has in the short run, 
given that management often can treat labour as a variable cost while other costs usually are fixed 
(Belous, 1989, p. 7). However, wage costs are only a relatively small proportion o f total sales 
revenues (10-15%). Moreover, in the long-term competitive advantages need a much broader 
prospective than relative prices (Rubery et aL, 1987).
4 Casualisation and the shifting o f the burden of uncertainty to the workers is not new in the 
O ECD . Sub-contracting and casual labour have a long history in industries where labour demand 
by nature is irregular; for instance the construction and ship building industry and has increased 
rapidly since World War II in Europe, Japan and the United States, due to the tightening o f the 
labour markets (See Albeda et aL, 1978; Wilkinson, 1981).
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relative to European economies. Crucially, however, such a claim relies upon how one 
defines “flexibility”. Piore (1986) and Osterman (1986) note that the supposed superior 
flexibility of the American labour market refers to the fewer restrictions on hiring and 
dismissals in the United States’ system relative to European ones, and thus refers 
implicidy to the flexibility of the external market. But the relatively greater external 
labour market flexibility of the United States of America is in Piore’s and Osterman’s 
estimatiön offset by greater rigidities in the American internal labour markets, i.e. the 
shopfloor systems relative to many European countries and Japan. Specially, the 
internal labour market system founded on the use of seniority as a decision rule in 
promotion/demotion decisions and lay-off system5, and the central role of job defini- 
tions, posting and bidding procedures which characterise at least the organised 
workplace in the United States is considerably more rigid. Because wages are attached 
to jobs, it is necessary that the jobs are carefully defined. Because there is no formal job 
security, individual security is based on seniority. In this model it is difficult to alter 
the work organisation in the face of changing technology or other pressure. Where 
workers can be dismissed at will, a firm faced with shrinkage in its traditional market 
can be tempted to solve its problems in the short-term by cutting costs to get back to 
profitability. In Japan, where this option is not available there is likely to be a stronger 
incentive to diversify into some new product line in order to get the best out of 
workers who have to be employed anyway. Life-time employment6 can engender high 
levels of trust and co-operation between manager and worker, easing the process of 
change and adjustment. “Flexible rigidities” are the result (Dore, 1986, p. 72). In Japan 
functional flexibility is important. The internal labour market structure of large 
companies with their high commitment to training has been able to improve their 
operating efficiency by reorganising production and jobs to meet changing technical 
needs (See Koshiro, 1992). Koike (1988) considers the formation ofwide-ranging skills, 
which is the real essence of white-collarisation of large companies’ male blue-collar 
workers the foundation for high labour morale in Japan. These wide-ranging skills have 
made a substantial contribution to Japan’s economic growth. The lesson from the 
Japanese system is that it is profltable for the employer to offer job guarantees and that 
workers are prepared to co-operate to be transferred to other jobs within the company. 
Job protection, combined with flexibility within the enterprise may prevent the 
payment of social security benefits as well as the loss of experience (Cf. Heerma van 
Voss, 1992). The increasing use of contingent workers may result in a tendency to 
underinvest in human capital development (training, skills development and education). 
Recently, in the United States firms are shifting towards more functional flexibility, i.e. 
shifting their internal labour market system away from the traditional system of narrow 
job definitions and towards broader skilled-defined genre of employment status and the 
modification of rigid work rules. Employers are striving for fewer discrete job classifica-
5 In the United States workers typically are selected for lay-off by inverse order o f seniority 
(Abraham and Houseman, 1993, p. 183).
6 Workers become employed right after their graduation from school within a particular 
company. The employer will avoid laying off his workers, if possible, even in the course of 
depression. The employee in turn will not quit his job at this company, but tend to continue 
working there until he reaches his retirement age.
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tions in order to increase flexibility, decrease inefficiencies in co-ordinating work 
functions and improve overall job satisfaction (Koshiro, 1992, p. 233).
From a comparison of Standard deviations of employment and hours measured for 
Japan, the United States and European countries, Tachibanaki (1987) concluded that 
while Japan has the lowest adjustment of employment, it has the greatest adjustment 
of average hours. The United States is the other extreme: high adjustment of employ­
ment and a low adjustment of working hours, while Europe is between these two ex- 
tremes. The most common method of employment adjustment in Japan in large compa­
nies is cutting overtime and transfers. Also cutbacks in recruitment are important. 
Making temporary workers or permanent workers redundant only plays a minor role 
as an instrument to adjust the workforce to lower production levels. The smaller employ­
ment elasricity with respect to producdon in Japan is also linked to greater use of 
inventories (See Koike, 1988; Buechtemann, 1993). Hashimoto and Raisian (1988) 
found that the United States relies more on employment reducdon, while Japan relies 
more on wage flexibility.7 They explain this difference from higher fixed costs in Japan, 
resulting from higher investment by the worker and/or by the employer in firm-specific 
human capital, encouraged by low transaction costs resulting from trust, and wage 
flexibility. A firm’s costs of providing life-time employment, may be substantially reduced 
if coupled with a higher degree of internal job mobility and functional flexibility, which 
lowers the transaction costs involved in worker reassignments or job redefinitions 
(Buechtemann, 1993, p. 7). Workers with greater fixed employment costs experience 
smaller reductions in employment when product demand declines. This is also the case 
in Sweden. Because of the absence of short-term numerical flexibility enterprises are 
forced to stress personnel planning and schooling and training, that is medium- and 
long-term functional flexibility (See Chapter 7). The German industry was the first that 
followed the Swedish example. Like in Sweden, the German industry sees large-scale 
training as a means of achieving long-term flexibility; it also seems to seek short-term 
flexibility, but slowly since there are still many obstacles (Brunhes, 1989, p. 20).
3.2.2 External Labour Market Duality
In the theory of the dual external labour market the labour market is divided into 
primary and secondary markets. Differences in job security distinguish primary from 
secondary markets. Jobs in the primary sector are ‘‘good jobs" characterised by high 
wages, good working conditions, employment stability, chances of advancement, equity 
and due process in the administration of work rules. Jobs in the secondary sector, in 
contrast, tend to have low wages and fringe benefits, poor working conditions, high 
labour turnover, little chance of advancement, and often arbitrary and capricious 
supervision. No individual would choose to be employed in the secondary sector, i.e. 
workers in this sector envy those in the primary sector, who both have better jobs and 
higher wages (Cain, 1976; Doeringer and Piore, 1971).8 Apart from differences in job
7 Also other research results show that total wages (bonus payments and basic wages) in Japan 
are more sensitive to changing labour market conditions than in Europe or North America (See 
Weitzman, 1984; Tachibanaki, 1987; Koshiro, 1992).
8 Although similarities exist between secondary jobs and contingent jobs, there are substandal 
differences: according to the dual labour market concept no individual worker chooses to be
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characteristics, firm size, product market concentration, unionisation, capital intensity 
and efficient management distinguishes a primary sector (Elliott, 1991). In the primary 
market institutional rules for pricing labour and allocating the labour force are substi- 
tuted for market processes, resulting in absence of competitive pressure to equalise wage 
differentials. In these theories, notably technological factors, specialisation, the division 
of labour and discrimination are considered to have contributed to this dualisadon. The 
supply-side influences are disregarded. The latter are of importance, notably in relation 
to part-time employment. Moreover, the borderlines between these segments is not 
rigid. In Japan since 1970 the employment index of regular workers remained stable. 
At the same time wages sharply increased, inducing many housewives to enter the 
labour market as part-time workers. Thus a considerable part of the decline of tempo­
rary workers after 1970 is caused by the structural substitution of part-time workers for 
temporary workers. Female part-time workers have largely taken over the role of the 
temporary employees, now performing the cushion fimction (Feringa, 1978; Koike,
1988). In the United States the growth of the part-time labour force in general, and 
the increased labour force participation rates of women in particular has helped to 
provide the temporary workers needed by the industry (Joray and Hulin, 1978, p. 
262). Also in European countries, e.g. the Netherlands this development can be found 
(See Delsen, 1993b), illustraung the importance of the supply-side of the labour market 
(See also Chapter 2).
There are differences in labour market duality between the three major economic 
blocks. In Japan, duality largely refers to two sets of firms, large and small. In Japan 
the primary labour market consists of a series of internal labour markets, with very 
narrow ports of entry, a training system creating specific skills, and an allocative 
structure predominandy based on promotion from within and seniority rules.9 
Consequently, interfirm labour mobility in the primary labour market is low. New 
employees are primarily recruited from the school. A secondary source of supply are 
promising young workers in small firms. They form the hard core labour force of large 
firms. The secondary labour force coincides with workers employed in the huge 
number of medium and small sized enterprises and the workers who are temporarily 
employed by large enterprises. The secondary labour market is relatively open. In terms 
of advancement and wages workers in this sector are mainly oriented on the external 
(regional) labour market. Consequently interfirm mobility is fairly high and employ­
ment is often unstable. A large proportion of the workers in this part of the labour 
market belongs to the peripheral labour force, but the majority of workers are head of 
households (breadwinners) with a permanent commitment to the labour market, often
employed in the secondary sector, while some workers may hold contingent jobs voluntarily; 
secondary jobs are generally restricted to low-skilled occupations, while contingent work often 
includes high-skilled jobs (Polivka and Nardone, 1989).
9 Seniority-based wage profiles reflect mobility over a  wide range o f  jobs, because the longer 
is the worker’s employment the greater is the number o f jobs he will have experienced. The senior 
worker can be substituted in a range of other jobs and is flexible in moving between assignments 
when there are minor changes in the composition of output. With a career based on long-term 
employment in the company, it is no longer necessary for a worker’s wage to correspond with his 
job in the short-term. Instead his wage profile is compatible with his long-term career (Koike,
1988, p. 134).
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belonging to the disadvanced groups in Japanese society who lack certain requirements 
to become employed in the primary sector. There are four interactions: large firm 
recruit promising young workers formerly employed in the primary small firms. Large 
firms employ significant numbers of temporary workers. In a tight labour market the 
criteria for entry into the primaiy market are relaxed, enabling temporary workers to 
enter. Sub-contracting by large firms implies conversion of primary labour into 
secondary labour. Reemployment of retired employees of large firms in small firms. The 
first two resulted in a net increase of the primary labour force. But also the secondary 
segment grew, due to the inflow of female part-time labour in the second half of the 
1970s (Feringa, 1978; Koike, 1988). Also in the United States and the United King­
dom mobility between the secondary and primary sector is found, associated with levels 
of human Capital (Elliott, 1991, p. 379). However, in Europe and the United States 
labour market duality mainly refers to two sets of jobs, primary and secondary, 
involving a core/periphery configuration within firms. The core or permanent workers 
are allowed a measure of employment security at the expense of the employment 
security of those on temporary or part-time contracts (Gaudier, 1987; Atkinson, 1985; 
1987; Mangum et aL, 1985; Olmsted and Smith, 1989; Koshiro, 1992; Golden and 
Appelbaum; Bentolila and Dolado, 1994).10 Partial coverage and exclusion of atypical 
employment result in more segmented internal and external labour markets (Seé 
Chapters 4 and 5).
3.2.3 Theories of Internal Labour Market Segmentation: A Critique 
Over the past years the concept of the dual labour market has been extended into the 
internal labour market.11 A theoretical explanation for the dual internal labour market 
can be found in the model of the "flexible firm” (Atkinson, 1985; 1987), the “effi­
ciency wage” models (See Akerlof and Yellen, 1986; Bulow and Summers, 1986; Drago 
and Perlman, 1989), the insider-outsider theory (Lindbeck and Snower, 1988), the 
transaction cost theory (Williamson, 1975), the human capital theory (Oi, 1962), the 
theory of the internal markets and the implicit contract theory (Rosen, 1985; 
Doeringer and Piore, 1971). Internal labour markets result from the existence of 
specific skills and imperfect information which raise substantially the transaction costs 
of employing outsiders to fill vacancies. These transaction costs result in employers 
preferring their present employees over outsiders, and also afford their employees some 
monopoly power. In the model of the “flexible firm” (Atkinson, 1985; 1987), there is 
the breaking up of the labour force into increasingly peripherical and therefore numeri- 
cally flexible groups of workers, clustered about a numerical stable core group which 
will conduct the organisations’ key, firm specific activities. Core workers are part of the 
corporate entity. They have a strong affiliation with an employer and are treated as if 
they have a significant stake in the company; they show long-term attachment with a 
company and have a real measure of job stability; and they have an implicit contract 
with their employers that, if they follow certain rules and norms and meet certain
10 Hunter et aL (1993) found for the United Kingdom a more Japanese type o f segmentation: 
segmentation between different types of firms being more important than within firms.
11 See Cain (1976) for an overview o f the earlier literature and Elliott (1991) and Wolft 
(1992) for an overview o f the more recent literature.
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standards, their employers will provide job security, a continuous income stream and 
somé measure of advancement, in exchange for accepting lower than current market 
wages in good times (Rosen, 1985).
Internal labour markets are a prominent feature of the primary sector. Whether 
firm’s motivation is turnover reduction, or the provision of long-term earning stability 
to risk-averse workers implicit contracts may involve an above-market clearing wage in 
the short run. Thus, the development of such contracts may be conducive to casualisa- 
tion of a significant portion of the workforce. Implicit contracts are costly, and become 
more so during periods of economic turbulence and increased competition, such as 
occurred during the late I970s and into the 1980s. Meeting fluctuating production 
demands solely with core employees would be expensive; e.g. overstaffing during normal 
periods, paying overtime premiums, speeding up the pace of production temporarily, 
maintaining an internal pool of workers (Mangum et al., 1985). As these costs rose, 
firms sought to reduce their reliance on implicit contracts by increasing the number of 
part-time or temporary workers.12 The major feature of the usual model of implicit 
contracts is risk-sharing agreements by the contracting agents over a span of time. 
Akerlof (1986) offers an alternative microfoundation for implicit contracts: labour 
contracts as partial gift exchange. According to Akerlof norms of work effort are a major 
determinant of output.13 In order to affect those norms firms may pay more than the 
market clearing wage. Industries that pay consistendy more than the market clearing 
wage are primary, and those that pay only the market clearing wage are secondary. In 
fact it gives a theory for division of labour markets in primary and secondary.
Also efficiency wage models can be considered a theory of labour market segmenta­
tion and casualisation. In the primary sector the wage is set high as a substitute for 
(expensive) monitoring costs in order to raise the cost of job loss to shirking Workers. 
Since close monitoring would have the same effect of assuring high productivity, wages 
above the market clearing level become a substitute for monitoring in raising productiv­
ity in a work setting in which wages but not productivity, or effort, are contracted. 
High wages then become “efficiency wages” or “productivity enhancing” wages. The 
fear of dismissal as well as monitoring costs are the forces leading to above-market- 
clearing wages, a practice which serves as a microeconomic basis of unemployment. 
Contrary to most work discipline versions of efficiency wages, in the Drago and 
Perlman (1989) efficiency wage model unemployment acts to elicit work effort only or 
mainly from workers in secondary labour markets, who are closely supervised and 
threatened with unemployment14 for shirking, while motivation in primary jobs is
12 Bad jobs may be found within firms operating an internal labour market, but such jobs lie 
outside the internal labour market and merely provide evidence that some firms operate internal 
and competitive labour markets (Elliott, 1991, p. 372).
13 These norms o f effort depend on the work rules of the firm, the average wage paid by the 
flrm, the incentive system of the firm, and the utility of co-workers in the firm who are part o f 
the work group and for whom each worker has sympathy (Akerlof, 1986, p. 80). This implies that 
close supervision might be counter-productive.
14 Equitable and fair wage policies are critical to motivate workers and not the fear o f job loss. 
Workers’ effort may depend more on this than on the absolute level. Hence it is linked to a norm. 
Explaining why established interindustry wage differentials may persist and firms are reluctant to 
cut wages (Below and Summers, 1986, pp. 410-411).
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primarily based on trust which would be destroyed by constant reminders that each 
worker is replaceable. An obvious implication of this formuladon is that firms may 
treat workers in secondary labour markets arbitrarily since their fallback posidon is 
weak, including low-paid employment and voluntary or involuntary unemployment, 
resulting in casualisation. The efficiency wage hypothesis also explains discrimination 
among workers. Employers may know that the functions relating effort to wages differ 
across groups. Then each group has its own efficiency wage and correspondingly 
“efficiency labour costs”. If  these labour costs differ, it will pay firms to hire first only 
employees from the lowest cost group. Any employment that exists will be confïned to 
labour force groups with high costs per efficiency unit. With fluctuadons in demand, 
these groups will bear a dispropordonate burden of lay-ofïs (Akerlof and Yellen, 1986, 
p. 4; Bulow and Summers, 1986). Efficiency wages suggest reasons why there may 
emerge a set of firms willing to pay more than the “going rate” and as a result create 
a dual market. However, it does not teil which firms will do this, nor why all firms do 
not do this, taking into account the advantages, thereby establishing a new higher but 
uniform going rate, and eliminating the two markets (Elliott, 1991, p. 380).
At the core the emphasis is on functional flexibility; shifting to the periphery, numer­
ical flexibility becomes more important. Peripherical or contingent workers are often 
treated as a homogeneous group, characterised by the following: they conduct what firms 
regard as their roudne and mechanical activities; they are more likely to be female, part­
time, possibly temporary, with shorter job tenures and deploying skills which are readily 
available on the external labour market (Atkinson, 1987, p. 93). Atkinson distinguishes 
a primary and a secondary peripheral group. The first consists of full-time employees 
with skills that are not firm-specific and more readily available in the labour market, 
such as clerical, secretarial, routine and lesser skilled manual work. Such employees have 
less access to career opportunities, litde investment in their training by the organisation 
and tend to be characterised by high labour turnover. The second peripheral group pro­
vides even greater numerical flexibility and includes part-timers, casual, fixed-term con­
tracts, temporaries, sub-contractors and public subsidy trainees, with even less job 
security than the first peripheral group. However, it can be argued that, related to em­
ployment contracts, there is no duality, but a continuum, starting from full-time employ­
ment and ending with informal work, implying a gradual reduction in the protection 
by labour law and a gradual increase in income insecurity. Atypical employment is heter- 
ogenous. It covers part-time jobs that — under certain circumstances do not differ from 
typical forms of work, the full-time jobs. Next there are small and flexible part-time 
jobs, temporary jobs, agency work, home work and self-employed. At the end of this 
spectrum there is informal work, where protection is fiilly absent. For the employee the 
insecurity in the field of work (volume and times) and income gradually increases (Cf. 
Delsen, 1986a; 1988b; Hunter et aL, 1993). Tilly (1989) shows for the United States 
that related to part-time employment in the retail and insurance industries a duality 
can be found. He distinguishes retention (good) part-time jobs, created to retain or 
attract valued employees, located in the primary labour market and secondary (bad) part­
time jobs, located in the secondary labour market. It is notably the latter that includes 
involuntary part-time jobs that are demand-side dominated. Also Nollen (1992) found 
in a case study in American banking operations that full-time workers and regular part­
time workers are core employees, while hourly part-time workers are contingent workers, 
concentrated in the lowest grades and have shorter length of service.
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It has been suggested by proponents of the theory of the “flexible firm” that 
organisations making use of one form of flexible labour are also likely to make use of 
other forms of it (Atkinson, 1985). The global notion of the flexible firm is only 
scarcely supported by research results. There is evidence from various European 
countries and the United States to show that temporary workers and part-time workers 
are to some extent substitutes for one another, i.e. a decrease (increase) of temporary 
workers is compensated for by an increase (decrease) of part-time workers and/or a 
higher (lower) use of temporary help services is the case among lower (higher) users of 
call-ins or limited duration hires (Crone et aL, 1982, pp. 190-191; Anderson et aL, 
1983; Meager, 1985, p. 49; Mangum et aL, 1985; Nadel and Schwab, 1987, pp. 53- 
54; Casey, 1988, pp. 46-47; Simonetti et aL, 1988).
The theories of internal labour market segmentation are demand-side dominated. 
The influence of the demand-side of the labour market is overestimated, by stating that 
the flexibilisation of labour inputs is rationally, consciously and/or efficiency driven. 
Unlike what has been presupposed and suggested by internal labour market segmentation 
theories, international evidence shows that employers’ policy towards numerical flexibility 
is not always part of a well-formulated manning strategy and detailed calculations of 
differences in unit labour cost are not made. Evidence from Europe and the United 
States shows that enterprise policy to achieve flexibility, including the use of part-time 
working, temporary staff, agency temps, self-employed and sub-contracting is marginal, 
ad hoc and tentative. Short-term cost saving, rather than long-term development domi- 
nates management thinking. The decision-making over types of employment contracts 
is not based on detailed cost comparison, but on stereotyping of fiill-time, part-time 
and temporary employees and women (Simonetti et aL, 1988; Nollen, 1992; Meager, 
1985; Atkinson and Meager, 1986b; Poliert, 1991; Hunter et al., 1993). The supply-side 
is only pardy taken into account, while certainly in relation to part-time employment 
this is of importance. The flexible firm fails to distinguish between different forms of 
atypical employment and does not recognise the essential role much of part-time or 
temporary employment plays in production (See Poliert, 1991; Bruegel and Hegewisch, 
1992; Hunter et aL, 1993). It may also be argued that segmentation of the labour 
market is not necessarily a direct consequence of externalisation and external numerical 
flexibility (Rojot, 1989, p. 57): both may serve as a prelude to permanent employment; 
externalised employees may be highly qualified and well paid; some permanent employees 
have very poor pay and social benefits. The heterogeneity of the (periphery) workers 
as well as the supply-side influence in its formation undermine the concept of the labour 
market segmentation. A more convincing explanation for the segmentation of internal 
and external labour markets can be found in the insider-outsider theory, by giving more 
influence to the supply-side of the labour market. It does not only explain the growth 
in temporary employment, it also explains why part-time employment is not a pervasive 
response to unemployment (See Chapters 4 and 5).
3.3 EM PLO YER S A T T IT U D E  TO W A RD S A TYPICA L EM P LO YM E N T
3.3.1 Flexibility, Efficiency and Employment Growth
European employers argue that rigidity in the labour market has posed major barriers 
to hiring by inflating direct and indirect labour costs, and imposing a broad array of
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restrictions on the use and mobility of manpower. Although the persistence of high 
unemployment in European Community countries has fiielled the debate over increasing 
the flexibility of labour markets, a more direct source for the current interest in flexibility 
has been in response to trade union demands for reductions in working time in the 
1970s and 1980s (See Chapter 4). The employers’ organisations in Europe strongly 
oppose or even show some hostility towards a general reduction of the working time. 
It is considered potentially the most costly and least desirable of all working time 
reductions. Employers fear that if these demands were met the effects would be 
counterproductive: costs might increase; their international compeddveness might be 
endangered and, with this, existing employment; unemployment might even increase; 
management problems particularly in small and medium-size firms are emphasised. They 
also fear botdenecks in the labour market (shortage of skilled workers). Employers have 
also expressed various other criticisms of work sharing, including that a reduction in 
overtime would inhibit manpower flexibility and that the employment effect of lower 
hours would be offset by increases in dual job holding and a growth in total labour 
supply (Commission of the European Communities, 1982; Hart, 1984; Cuvillier, 1984; 
Weigelt, 1986; Meulders and Wilkin, 1987; Blyton, 1989). Also in Japan employers 
are in favour of deregulation and argue that working time reduction — as proposed by 
the government -  should be compensated by productivity increases or workers’ income 
cuts and emphasise the role played by small and medium sized firms. They are strongly 
opposed to reducing working hours by Iegislation (Shimada and Hayami, 1986; Sarfati 
and Kobrin, 1988). For employers, the extent to which they are able to offset the cost 
of shorter working time becomes the central quidpro quo in bargaining over the reduc­
tion in working time. The crucial trade-off for employers is thus through increasing 
flexibility, most often along the lines of reorganising working time, to create a better 
fit with fluctuations in demand or to increase plant utilisation time and changes in the 
jobs themselves.
In the United States, business considers the growth of part-time employment and 
other flexible work forms essential to restoring efficiency and competitiveness (Tilly, 
1989). In Europe, employers and their organisations campaign for a greater flexibility 
of the labour market in order to enable companies to react more rapidly and more 
efliciendy to the changing signals of the markets in their personnel policies. In their 
view greater flexibility can be achieved by broadening the range of circumstances in 
which fixed-term contracts may be concluded or by allowing them to be renewed. The 
majority of the European employers’ federations consider the constraints on recourse 
to fixed-term or temporary work to be serious (France, Germany, Luxembourg, 
Sweden) or fundamental (Belgium, Italy, the Netherlands). For the majority of 
employers’ organisations also the problems related to constraints on the termination of 
employment are fundamental and serious, e.g. rigid Iegislation and long and adminis- 
trative fbrmalities. They propose a policy of deregulation to solve these problems, 
affecting the guarantees governing specific aspects of the employment relationship 
(International Organisation of Employers, 1985). The Roundtable of European 
Industrialists (1986) draws similar conclusions. According to the results of a company 
survey in industry and commerce in the EC Member States (Nerb, 1986) the maxi­
mum employment effect of greater flexibility on the labour market could be around 
6% of the number of people employed. If the institutional changes which firms 
consider important were made on the labour market (e.g. shorter periods of notice and
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simpler legal procedures in the event of redundancies and dismissals, more fixed-term 
contracts, wider wage differentials, lower starting pay, more flexible working hours, 
better trained job-seekers) companies state that they would revise their employment 
plans for the next 12 months upward by 2.9% (industry), 3.2% (retail trade) and 2.5% 
(wholesale trade). However, empirical evidence casts doubt on the results of this survey. 
Two years later, a follow-up survey of the same firms in France shows no signs of 
intensified hiring activities after deregulation (Buechtemann, 1993, p. 39). Moreover, 
direct dismissal costs imposed by legislation are considerably lower than assumed by 
employers. The deterrent impact on firms’ hiring and firing behaviour is marginal; in 
fact it reinforces more careful, more systematic, and more forward-looking human 
resource management policy (See Chapter 5).
Greater flexibility may also be achieved by extending the use of part-time work. A 
minority of the European employers’ federations judges constraints in this field to be 
serious or even fundamental (Belgium, France, Italy, the Netherlands). Promotion of 
part-time work is advocated by various employers’ federations as a very appropriate 
measure to counter unemployment. Above all, part-time work is considered as a means 
of increasing flexibility by varying the number of hours worked and reducing labour 
costs by more efficient manpower assignments and use. The contribution greater 
flexibility can make to employment consists first and foremost of an improvement in 
competitiveness as a result of increasing the enterprise’s capacity to adapt. However, 
greater flexibility can also make growth more labour-intensive by eliminating the 
obstacles which complicate or in certain cases even prevent recruitment, while at the 
same time making way for work organisation formulas which distribute the available 
work among a greater number of people (Commission of the European Communities, 
1982; International Organisation of Employers, 1985; Brunhes, 1989; Bielenski et al.,
1992). So, according to the organisations of employers the promotion of part-time 
employment will reduce unemployment in the short-term by redistributing available 
employment, while the long-term impact of part-time work consists of employment 
growth through increased adaptability and efficiency.
It is stated by employers’ organisations that employers are receptive to the workers’ 
aspirations for a new kind of arrangement of their working time: flexible hours, job- 
sharing, part-time working, and that these should be encouraged as much as possible 
(Cuvillier, 1984, p. 33; Weitzel and Hoff, 1981, pp. 36-37; International Organisation 
of Employers, 1985; Olmsted and Smith, 1989; Bielenski et al, 1992). However, 
individual employers express their doubt that significantly more jobs can be turned into 
part-time jobs. They are also worried about the additional administrative and 
Organisational costs involved in part-time working. It is recognised, on the other hand, 
that part-time work often proved to be marginally more productive than equivalent 
full-time work and provided a degree of flexibility of working patterns which served to 
enhance the work flow. One very significant problem for employers concerns 
employees’ social security contributions in respect of part-time workers, which, under 
many systems, can result in an increase in such costs (Hart, 1984, p. 57; Bielenski et 
aL, 1992) (See also Chapter 5). However, according to a survey among European 
Community countries in 41% of the industrial companies, in 41% of the firms in the 
retail trade and in 29% of the wholesale firms the managers stated that some (industry 
3.3%; retail trade 3.9%; wholesale trade 2.4%) of the full-time jobs can be split into 
part-time jobs without significant economic disadvantages (Nerb, 1986).
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Numerical flexibility can also be obtained from both full-time and part-time core 
employees (Mangum et aL, 1985; Brunhes, 1989; Nollen, 1992). Part-time employees 
might work on a minimum-maximum contract or full-time employees work a flexible 
number of hours per day. The success of such an approach depends on the work 
schedule preferences of core employees. The ultimate level of labour flexibility is the 
flexiyear. In the working year contract the hours to be worked within one year are 
setded in advance between the employer and the employee on a bilateral basis and 
probably within a certain band-width, which is setded by collective bargaining. How 
these hours in question are then worked in a chronological way during the reference- 
period, can be setded in the contract or can remain open to ad hoc agreements (Teriet, 
1978, pp. 42-48; Ronen, 1984, p. 85). In the first half of the 1980s, approximately 
half of the European employers introduced or planned to introducé flexible working 
time arrangements (Nerb, 1986). Managers in Europe favour such a system whereby 
the annual number of working hours is fixed, but an enterprise would be free (within 
certain limits) to vary the number of hours actually worked; wages would remain 
constant and independent of the hours actually worked during a particular period, 
while overtime would no longer be paid but would be offset by fewer working hours 
at a later date (Brunhes, 1989, p. 15). Such a model will have consequences for the 
development of temporary employment. The working contract may overcome the 
dominance of Standard regulations, which are still in the way of the development of 
other regulations, which are different, such as part-time, temporary work, variable 
weekly hours, week-end work etc. As the working year contract can be used like an 
umbrella under which many different forms and patterns have enough place, the 
present segmentation forces which originate still from the Standard patterns will become 
more and more feeble and obsolete. Also regular temporary work in the sense of part 
year work will have much greater chances.15 Active time management will imply time 
flexibility both on the working hours side of the employees and on the business hours 
side of the working places. More emphasis on dme management in connection with 
manpower-planning in the enterprises may contribute to obtaining an optimum 
workforce mix within an enterprise. Moreover, the model of the working year contract 
is better suited for changes in the life-pattern -  education, work in gainful employ­
ment, retirement. The distinction between educational and recreational leave is of 
importance in this respect. The concepts of job-sharing and working year contract fit 
together well. Job-sharing implies that one full-time job may be shared among two or 
more persons, each with his or her own work contract, but all together responsible for 
certain obligations inherent to this job. Job-sharing may look like ordinary temporary 
work, in that two persons work half a year, implying a regular temporary job (Teriet, 
1978, p. 45).16
is Trade unions do not oppose this flexible approach to reduce the annual amount o f working 
hours (See Chapter 4).
16 Also the jobpool could be a solution for combining both the necessary organisational 
flexibility with security for employees, notably in branches o f industry characterised by variability 
in product demand.
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3.3.2 Marginal and Lower Level Jobs
The shift in the employment situation from full-time contracts to part-time contracts 
during the 1970s and from part-time contracts towards temporary contracts since the 
beginning of the 1980s (See Chapter 2) is in line with the preferences expressed by the 
employers’ organisations above. However, practice shows that -  contrary to the pretended 
preferences expressed by employers’ organisations — their members, i.e. the employers, 
in Europe and the United States, are reluctant to introducé or extend part-time work 
because of the expected high latency of preference of part-time working among full-time 
personnel and the expected organisational problems. Part-time employees are considered 
less committed, less efficient and having higher turnover rates.17 Part-time employment 
is often viewed as marginal and unnecessary, except as an expedient to cope with special 
work needs, appropriate only for certain work technologies, and suitable mainly for 
entry-level and less desirable jobs. In Europe as well as the United States, firms’ policy 
towards part-time work is restrictive. Employers mainly use part-time employment to 
solve scheduling problems on a case-by-case basis, and will not consider part-time 
employment at all unless a problem comes up. Employers that have experience with part­
time employment are more positive than those without experience (Nollen etaL, 1978; 
Weitzel and Hoff, 1981; Hoff, 1983; Ronen, 1984; Delsen, 1986a; Vogler-Ludwig, 
1987; Bosch etaL, 1988; Demenint-De Jongh, 1989; Zeytinoglu, 1991). Contrary to 
the opinion of the employers, international evidence shows that although part-time 
employment is concentrated at the lower level, it is introduced successfully at all levels, 
including management levels (See Nollen etal., 1978; Cohen and Gadon, 1978; Delsen, 
1986a; Bielenski et al, 1992). For the potential “tough” organisational problems related 
to part-time employment a solution can almost always be found. These solutions include 
delegation, limiting the forms of part-time employment, written and oral reports, better 
planning. Moreover, the introduction of part-time employment and making the necessary 
organisational changes may increase the efficiency of the organisation -  showing itself 
in greater flexibility and productivity increases. Using a checklist for tackling questions 
on working hours within the organisation along with a function analysis questionnaire, 
it appeared to be possible to analyse the problems relating to changing working hours 
in a relative short time, and include both the functional and organisational level. More 
attention should be paid to the process of introducing change because of psychological 
resistance. The “soft” psychological resistance often constitutes the “toughest” impedi­
ment (Nollen etal, 1978; Cohen and Gadon, 1978; Demenint-De Jongh, 1989; Delsen, 
1986a; Delsen and Quanjel, 1992).
Employers reluctance to provide career opportunities to part-time and other atypical 
employees is also partly related to training. One economic reason against part-time 
employment, especially in relatively skilled occupations, is that the return? to specific 
investment are discounted over relatively shorter time spans than in equivalent full-time 
jobs. Because part-timers are fewer hours on the job, it takes longer to recover the 
training costs. In a life-time context, this argument holds for less weight. If a firm 
trains a worker who then works for a given period of years it might be the case that
17 Job turnover may be voluntary (quits, because the workers are dissatisfied with their present 
job or expect to do better elsewhere) or involuntary (lay-offs). The distinction rests on who initiates 
the job turnover.
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the only way to retain the worker during future periods is to grant part-time work 
schedules (Hart, 1987, pp. 260-261).
In the United States and Europe also, job-sharing is generally being introduced in 
a reactive fashion responding to internal labour market pressure from employees 
wishing to work part-time, or unable to continue to work fudl-time. Among manage­
ment there is opposition to the idea of job-sharing. Anticipated problems are: blurred 
lines of responsibility, communication failures, poorer output, decreased worker 
commitment. They are convinced that job-sharing, if it can work at all, must be 
confined to lower level jobs. It is this attitudinal resistance among management, that 
has often been found to keep job-sharing out. However, where job-sharing has been 
used, the managers are positive about its potential. Supervisors who have had expe­
rience with job-sharing generally support it, while those lacking experience tend to be 
sceptical about it (Olmsted, 1983; Ronen, 1984; Epstein, 1986; Olmsted and Smith,
1989). The arguments of employers against job-sharing and gradual retirement are, in 
principle, identical to those against part-time work: a job cannot be “split”, 
organisational problems, lack of acceptance by managers, impossibility of finding a 
“twin”. However, practice shows that many more functions can be filled by part-time 
workers than is now the case, and that in the individual cases, flexible “splitting” 
possibilities can be found even for jobs that are considered “unsplittable” e.g. manage­
ment functions (Blyton, 1985; Delsen, 1990a). According to managers the functions 
most suitable for execution on a part-time basis are characterised by short, easy 
controllable, simple and systematic pursuits (See Delsen, 1986a; Ronen, 1984). 
However, the fact that short, cyclical, “greatly subdivided” and standardised tasks can, 
in the framework of function “splitting”, be made accessible for phased retirement, is 
of quantitative importance, because it means that in highly industrialised economies, 
a large number of the jobs satisfy the work organisational conditions for “splitting” 
(Delsen, 1990a). Delsen and Quanjel (1992) found that the management in the Dutch 
soft ware branch were more positive about the impact of part-time employment for the 
organisation as a whole, relative to the impact on their own department. Unknown, 
unloved. Resistance against part-time work is seldom based on experience. Employers 
in Europe and the United States seem to overestimate the disadvantages and underesti- 
mate the advantages of part-time working, while related to temporary employment they 
tend to overestimate the advantages and underestimate the disadvantages (See Nollen 
et aL, 1978; Cohen and Gadon, 1978; Delsen, 1986a; Nollen, 1992; Hunter et al.,
1993). Hence, there exists a difference in attitude towards part-time employment 
between organisations of employers and there members, the individual employers. 
However, part-time employment is heterogenous. The growth of marginal part-time 
jobs characterised by low skill requirements, low pay and fringe benefits, low productiv- 
ity, and high turnover, implies that companies in Europe and North America create 
part-time jobs even though workers do not want them. As will be shown below, in line 
with the preferences expressed by employers’ organisations, the most important factor 
behind the growth of temporary work is the demand-side of the labour market, that 
is the enterprises (See also Chapters 2).
The extent of use of flexible labour contracts is strongly influenced by the quality 
of the personnel planning. Due to the lack of planning willingness and planning 
capacity a number of fluctuations in product demand and personnel supply are 
considered unpredictable. This need not be the case if more systematic analysis is
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applied. Organisations are more often able to offer permanent labour contracts than 
is actually the case, notably for flexible labour due to a working time reduction (Bolweg 
et aL, 1986). Intensive use of temporary workers may disguise the malfunctioning of 
a personnel department, notably in the area of personnel planning and recruitment 
(Anderson et aL, 1983). In the theory on atypical employment relations one often finds 
the following distinction: when the workload is fixed, the most appropriate form of 
contract is a permanent full-time contract. When fluctuations in demand and/or supply 
are predictable part-time work may be used to cover these. When the fluctuations are 
unpredictable, i.e. uncertain, it is more appropriate for the employer to use temporary 
work. Besides the extent to which the fluctuadons are predictable their frequency is of 
importance in determining the most suitable response (Bolweg et aL, 1986). Notably 
in the case of frequent predictable and unpredictable fluctuations there is the possibility 
of offering more secure part-time jobs. In the case of predictable fluctuations it goes 
without saying. However, in the case of non frequent predictable fluctuations and in 
the case of frequent unpredictable fluctuations opportunities also exist for offering more 
secure part-time jobs. In the latter case the uncertainty can be reduced by a better 
planning of personnel. In the first by offering minimum-maximum contracts. Delsen 
and Quanjel (1992) found in the Dutch information branch that a conscious introduc­
tion of permanent part-time, on call part-time contracts and teleworkers next to full­
time workers contributes to an optimum workforce mix. The desired changes in the 
volume and structure of the workforce’s contracts to reach this optimum depend on 
the specific nature of the supply of labour or fluctuations in the work load. Hence, 
every enterprise has its own typical optimum workforce mix (Cf. Teriet, 1978, p. 43).
3.4 R A TIO N A LES FO R  USING A TYPICA L E M P LO Y M E N T
3.4.1 Rationales for Using Part-time Employment
The rationales of employers for using part-time employment vary between different 
types of part-time employment, between economic sectors and firm size, between 
countries and over the business cycle. Bielenski et al. (1992, pp. 81-82) found that 
according to managers in eight European countries part-time employment had mainly 
been introduced for economic or organisational reasons (42%), while the introduction 
to meet employees’ wishes for fewer working hours was less important (30%), and 22% 
indicated both motives were equally important. The smaller the establishment the more 
frequent part-time work is introduced because of economic or organisational reasons. 
Employees’ wishes are less important in establishments without employee representa­
tion. Employees’ wishes are important in Italy, Belgium, the Netherlands and Den­
mark. Needs of the establishment are important in Ireland, the United Kingdom and 
Spain. Bosworth and Dawkins (1982) summarise the findings of a survey of manage­
ment attitudes to part-time working based on over 750 interviews at establishment level 
in the United Kingdom manufacturing and non-manufacturing industries. The most 
significant reason for employing part-timers was that certain jobs did not require full­
time cover. A second important reason was to cover busy times and to cover other 
workers’ time off. This was of special importance in non-manufacturing industry. A 
third important reason for employing part-time workers — notably in the manufacturing 
industry -  was that part-timers are easier to obtain. Another reason for employing part­
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time workers, often mentioned in the manufacturing, was to suit needs of existing 
workers, to keep experienced workers or to obtain experienced workers. In the second 
half of the 1980s, research by Sloane and Gasteen (1989) and Meager and Buchan
(1988) shows similar results: flexibility and the more efficient matching of working 
time to work loads were the dominant rationales for using part-timers, followed by 
external labour market (shortages, recruitment and retention difficulties) and internal 
labour market pressures (request by employees). Also Hunter et al. (1993) found that 
although the supply-side is of importance, traditional demand-side reasons are the most 
important reasons for employing part-time employees in the United Kingdom. In 
Germany supply-side reasons are the most important reason. A survey by Weitzel and 
Hoff (1981) shows that well over half of the part-time jobs were held by individuals 
who had fbrmerly been employed by the same firm on a full-time basis. Approximately 
three-quarters of them had themselves instigated the change to part-time employment. 
Generally firms are very reluctant to comply with their employees’ demand for part­
time jobs. Their main reason is that they wish to hold on to experienced female 
workers, but also they are afraid of bringing the hitherto latent demand for part-time 
jobs into the open (See also Hoff, 1983, p. 229). Also in the Netherlands supply-side 
reasons are the most important reasons for employing part-time employees. A survey 
among more than 600 firms and institution in 1983 (COB/SER, 1984) mentioned as 
the most important reasons for the introduction of part-time work: request from 
employees, organisational convenience (peak hours), labour market considerations and 
as a suitable substitute in the case of illness or leave. Also other research in the second 
half of the 1980s found that in many cases part-time employment is the wish of the 
employee, granted by the employer to retain the worker. The requests for part-time 
work were considered case by case (Delsen, 1986b; Gravesteijn-Ligthelm et al, 1990). 
It may be expected that in a tight labour market the employees’ interests will dominate 
while in a slackening labour market the employers’ interests will dominate. De Lange
(1989) did not find this shift in motives for introducing part-time work in the period 
before 1971 and up to 1981-1987 in the Netherlands. Although the economic and 
organisational considerations played a role, the employees’ interests dominated as a 
motive.18 Other research in the Netherlands (Van Schilfgaarde, 1984) indicates a 
distinction in motive between the service sector (organisational) and the industrial firms 
(labour market considerations and request by employees). In a recent research in the 
Dutch Information sector Delsen and Quanjel (1992) found that both the desire to 
work part-time expressed by the (female) personnel and the legal right to part-time 
parental leave (1989) were important factors to start up a feasibility study on part-time 
employment. According to the managers a considerable part of the problems related 
to unpredictable fluctuations in the workload, the shortage of deployable personnel, the 
concentration of special knowledge with few people can be solved by the introduction 
of forms of part-time employment. The research consisted of a survey among 
employees, a survey among managers and a function technical investigation. Their 
results show that the employees’ wishes and the interest of the organisation to a large
18 However, research in small and medium size industrial firms show that around one third 
o f the part-time jobs were created on the initiative o f the employees and two thirds on the 
initiative o f employers (Bosch et aL, 1988).
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extern coincide. From the international evidence, it may be concluded that the relative 
importance of the demand-side or the supply-side differs between European countries. 
In Germany and the Netherlands employees’ wishes are more important than in the 
United Kingdom. In Japan companies employ part-time employees because (Inohara,
1990): the jobs match part-time employees, labour costs are less, manpower adjustment 
is easy and seasonal demand can be met.
The research results presented above concern the opinions of the management. This 
implies that real motives and rationales may be hidden and/or substituted (Cf. Hunter 
et aL, 1993). Bruegel and Hegewisch (1992, pp. 12-13) found in Europe that the link 
between changes in product demand and employment at the enterprise level, as 
suggested by management, is not strong. In the United Kingdom, France, Denmark, 
Netherlands and Switzerland organisations have increased their employment of part­
time workers irrespective of whether there had been an increase or decrease in overall 
employment. This could imply that some organisations or types of organisations 
increase part-time employment as demand and overall employment falls, while others 
increase part-time employment with rising demand. A shift in the proportion of part­
time workers can occur with no change in employment, with an increase in employ­
ment or a decrease in employment (or cutting part-time). The United Kingdom had 
the largest proportion of firms shifting towards part-time employment, followed by the 
Netherlands. This may be related to deregulation and other policy measures promoting 
flexibility or reflect rising unemployment and increased part-time work amongst men. 
So supply-side rationales could have been important. In contrast Swedish, Norwegian, 
Spanish and Italian companies tended to have increased part-time employment when 
they were expanding overall employment. In Spain, Sweden and Denmark a shift away 
from part-time employment were more common than shifts towards it. The authors 
conclude that these various responses to increases and decreases in overall employment 
in organisations in different European countries, illustrates the heterogeneity of part­
time employment and suggest that institutional differences continue to have important 
influence on the way part-time labour is used. Moreover, the workers’ opinions also are 
of importance here. Voluntary part-time work in this context means that supply-side 
rather than demand-side factors on the labour market explain the development in part­
time working. In Chapter 2 it was concluded that most part-time jobs are voluntary.
Part-time employment refers to different types of contracts, e.g. those where the 
number of hours are fixed and those where the number of weekly working hours 
depends on the work load. An incentive for an employer to create “marginal” employ­
ment is that such jobs, in addition to the lower wage and non-wage labour costs, are 
also associated with significantly lower costs with respect to other company benefits 
than in the case for regular part-time or full-time employment. Partial coverage gives 
employers a condnuing incentive to substitute unprotected for protected workers. 
Bielenski et al. (1992) found the following pattern in Europe: experience of part-time 
jobs with less than 10 hours and flexible part-time work are more widespread among 
small firms and much more widespread in the services than in the industrial sector. 
Among firms where part-time work was introduced mainly because of economic needs 
of the employer experience of part-time jobs with few or flexible weekly working hours 
are more wide spread. In establishments where part-time employment was introduced 
mainly in order to meet employees’ wishes working time arrangements between 20 
hours per week and full-time are more important.
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3.4.2 Rationales for Using Agency Work and Fixed-term Contracts 
Although the use of temporary workers is often not the only option open to employers 
in solving a particular manning problem, empirical evidence in the OECD shows that 
agency workers and short-term hires play a (very) important role in many employers’ 
short-term adjustment strategies (Feringa, 1978; Bolweg et aL, 1986; Abraham, 1988; 
Sloane and Gasteen, 1989). Surveys among employers and managers in Europe and the 
United States show that in the 1980s related to both agency work and fixed-term 
contracts the traditional reasons clearly predominate. The principle reasons mentioned 
by employers for the use of agency workers and fixed-term staff are identical: 
organisational and economic reasons, i.e. flexibility and cost saving. Also juridical 
considerations play a role, while the employees’ interest is irrelevant. The reasons for 
using both forms of temporary employment include (order of importance) (Anderson 
et aL, 1983; Meager, 1985; Bolweg et aL, 1986; Evans and Attew, 1986; Abraham, 
1988; De Lange, 1989; Simonetti et aL, 1988; Sloane and Gasteen, 1989; Polivka and 
Nardone, 1989; Golden and Appelbaum, 1992; Bielenski et aL, 1992): seasonal and 
other fluctuations in the workload; cover for holiday, sickness, absence, maternal leave 
of permanent workers; special projects; fill vacancy until a regular employee is hired; 
identify good candidates for regular jobs; provide a buffer for regular staff against 
downturns in demand; inefficient personnel management e.g. personnel planning; 
replacement of long recruitment procedures; uncertainty about future activities due to 
recession; need for longer periods of apprenticeship; provision of specialist expertise 
lacking in permanent staff; “one-off” events; manning the early stages of new develop­
ments. In Japan on the other hand the supply-side considerations are more important, 
due to the tight labour market. Instead of agency work, sub-contracting has been used 
to increase efficiency, to keep the master organisation relatively simple and to reduce 
overhead and indirect labour costs (training, labour turnover and manpower adminis- 
tration) (Feringa, 1978, p. 162).19 In the first half of the 1980s, however, there was 
a strong growth of (technically illegal) agency work as a result of demand for skilled 
workers (computer programmers and word processing) and the supply of single and 
married women. The supply of part-time and temporary labour increased (Sarfati and 
Kobrin, 1988, p. 267; Nakamura, 1992, p. 40). These differences between Europe and 
Japan clearly illustrate the importance of the labour market situation for changes in the 
use and the supply or demand-side dominance of atypical employment.
Although the employers’ rationales for using agency and/or fixed-term workers are 
identical, empirical evidence in Europe shows there are differences between both forms 
of atypical work, as well as between countries. Meager (1985) found that employers 
have begun to use, or increase their use of temporary workers, in the face of uncer­
tainty and volatility in markets and to avoid the commitment to permanent employees. 
These “newer” rationales for the use of temporary workers were important for a 
significant minority of organisations, although the “traditional” rationales continued to 
dominate. The emerge of newer rationales was particularly notable in the manufactur-
19 Also many Western countries seem to be moving towards resorting to more intensive use 
o f sub-contracting in order to increase flexibility. The increasing use o f atypical employment, 
together with an increase in labour market segmentation and a decrease in the extent of job 
demarcation indicating a  partial convergence (Koshiro, 1992).
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ing sector which has suffered to the greatest extent from the recent recession. The need 
to cope with periods of rapid technological change, and internal reorganisation and 
restructuring were also among the reasons given for having increased the use of 
temporary workers. Also Hunter et aL (1993) found in the United Kingdom that 
although tradiüonal reasons dominated both fixed-term and agency temporaries, new 
rationales are of importance for fixed-term contracts. Buechtemann (1989) found the 
following motives of firms in Germany for using fixed-term employment contracts: 
optimising on-the-job-screening of workers without facing dismissal restrictions in the 
case of lack of ability or misconduct, more flexible adaptation of labour to variations 
in business activity due to the absence of employment protecdon; substituting addi- 
rional hires from the external labour market for overtime work of the core workforce. 
Gravesteijn et aL (1990) conclude from their study in the Netherlands that the 
proportion of fixed-term and agency work in total workforce can hardly be explained 
by fluctuations in the level and kind of production. The most important modves are 
replacing permanent employees (both) and screening (fixed-term). Nadel and Schwab 
(1987) mention the following main motives of recourse to an employment agency or 
short-term labour contracts by French employers: adaptation of die staff to business 
variadons, laboriousness of some tasks, absenteeism, some functions (cleaning, guard- 
ing) become external, means to bypass a collecdve agreement, judged too rigid, 
recruiting and selection of the manpower. The causes for the utilisation of one form 
of employment or another one are not the same. Both in Europe and the United 
States, the effective length of the spells of temporary agency work is smaller than the 
average of short-term labour contracts, while call-ins work the shortest periods; tempo­
rary work and call-ins are preferably used to face instant and short-term needs of the 
firm (Meager, 1985; Mangum et al., 1985; Nadel and Schwab, 1987; Casey, 1988; 
Simonetti et aL, 1988). Temporary office workers are much more likely to be replacing 
a fidl-time worker for a period of time (vacation, illness etc.), than are temporary 
industrial workers (peak workload, seasonal work etc.) (Albeda et aL, 1978).
In Chapter 2 it was concluded that most temporary workers are direcdy employed 
by the user organisations. Reasons for preferring fixed-term contracts over agency 
labour are (Meager, 1985, pp. 32-34; Marshall, 1989, p. 31): lower labour costs, 
possibility for the employer to choose the worker to be employed, and the possibility 
of a longer duration contract permitting on-the-job training. European and American 
evidence, moreover, shows that the form of temporary work varies with the occupation 
of the job, with “higher level” temporary workers less likely to be direcdy employed 
and more likely to be agency workers. Among professional and related occupadons as 
well as among clerical/secretarial occupadons agency work is more often used, while 
among manual and personal service occupadons direct employment is the commonest. 
The factor with the strongest bearing on the form of temporary work adopted is the 
tightness of the relevant occupational/regional labour market (Albeda et aL, 1978; 
Mangum et aL, 1985; Meager, 1985; Nadel and Schwab, 1987; Casey, 1988; Polivka 
and Nardone, 1989). Hunter et aL (1993) found that professional occupadons where 
there was skill shortage, were the only situadon in which employers saw atypical 
employment entirely labour-supply-led. A management survey in Europe (Bielenski et 
al., 1992, pp. 207-210) shows that related to fixed-term employment traditional 
reasons clearly predominate. The new reasons are relatively widespread in Spain, the 
Netherlands and in Germany, followed by Belgium, Ireland, the United Kingdom and
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Denmark. In Germany and Spain legislative innovations were specifically developed in 
this direction in the hope that it would have a positive impact on employment crea- 
tion. In Italy these new reasons are not accepted by legislation. In the United King­
dom, Ireland and Denmark these new reasons have always been accepted by legislation. 
New reasons are more important for small establishments than for larger ones.20 The 
main advantage of fixed-term contracts to the employer is that the work contract 
expires automatically at a certain date and that all legal procedures do not apply. 
Moreover, according to managers there are some cost advantages as well. The latter 
depend on the national legislation, e.g. about social security contributions. However, 
in Europe many fixed-term contracts are concluded for relatively short periods, imply- 
ing that not even the minimum period of employment is reached. These contracts 
could therefore have been concluded for an unlimited period, and could have been 
terminated without difficulty by the employer at the desired moment (Bielenski et aL, 
1992, pp. 213-215).21 The dominance of employers’ motives over employees’ interests 
with regard to the use of temporary labour is supported by surveys among employees. 
Temporary jobs are to a large extent involuntary (See Chapter 2). The most important 
factor behind the growth of temporary work is the demand-side of the labour market, 
that is the enterprises.
Although there is some evidence that the proportion of temporary workers in 
managerial technical and professional occupations has increased in recent years, the 
proportion is still small (Meager, 1985; Anderson, 1983; Casey, 1988). These findings 
are in line with what the human capital theory predicts. According to this theory, 
temporary working is likely to be more prevalent in occupations where skills are general 
rather than specific and in occupations where litde or no training is required. Through 
temporary employment only limited know-how can be obtained. An alternative 
available is to rehire. In Japan temporary workers often perform the same job as regular 
workers. Wages, however, are considerably lower mainly because temporary workers do 
not receive the annual increments connected with the “nenko” wage system.22 More­
over, in practice many temporary workers are continuously rehired, becoming de facto
20 Large companies are more able to cope with the problems that stand behind the new 
reasons: better instruments to forecast their future workload and their risk o f variations o f workload 
will be smaller because they usually depend less on one single order; better able to transfer an 
employee to another workplace within the company.
21 Hunter et aL (1993) found for the United Kingdom, unlike other research, that for 
management decision making related to temporary contracts employment protection legislation or 
insurance contributions were unimportant.
22 The nenko wage system implies that the wage rate is determined largely by employees’ 
tenures and ages, assuming a positive relationship between productivity and tenure. The wage 
distribution among the same age group is quite equal. Education and occupation are minor 
variables to differentiate the wage rate o f employees. These features provide employees with a 
feeling o f equai treatment and incentives for corporate loyalty and hard-work (Tachibanaki, 1987, 
pp. 660-661). The narrow wage differentials, relative to those in the European Community and 
the United States, result from the fact that in Japan the age-wage profiles for blue-collar males are 
also upward sloping. However, rising wages are centred on the limited groups o f white-collar males 
and large companies’ blue collar males, who do not exceed one third o f Japan’s labour force 
(Koike, 1988).
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regular workers, but cheap ones. In a tight market this creates frictions. Promising 
temporary workers are upgraded (Feringa, 1978). Also in the United States rehiring is 
found, in order to retain skilled and reliable employees. The “rehirees” bring a knowl- 
edge of company culture and procedures that outside temporaries lack. From the 
scheduling perspective, having a pool of on call, temporary workers who have had 
company-specific training and are attuned to the organisation’s needs provides a 
valuable resource for managers faced with sporadic or seasonal staffing requirements 
(Olmsted and Smith, 1989, p. 375). Also in the Netherlands this tendency can be 
found. Although atypical employment is found at lower levels, rehiring is used to assure 
a minimum level of know-how, and to retain employees familiar with the firm and the 
customer (Bolweg et al., 1986, pp. 84-85).
3.5 BUSIN ESS E C O N O M IC  IM PA C T O F ATYPICA L EM P LO YM E N T
3.5.1 Costs and Benefits of Part-time Employment
Calculations in European countries, Japan and the United States show that the direct 
costs (wages and fringe benefits) for a part-time position are lower than for a full-time 
position (See Delsen, 1986a; Ehrenberg et aL, 1988; Inohara, 1990; Olmsted and 
Smith, 1989; Warme et al., 1992). However, the quantification of the costs and 
benefits of part-time work is only possible for each enterprise separately. Even then not 
all effects can be taken into account. Notably the benefits are difficult to quantify. 
Employers tend to overestimate the disadvantages of part-time work and underestimate 
the advantages. Especially those who do not employ part-timers themselves. Their 
attitudes are rather based on prejudice than on experience. Various studies in Europe 
and the United States show, however, where part-time work is introduced, the outcome 
is positive: managers in companies with part-time employment perceive considerably 
more advantages than drawbacks, i.e. the benefits outweigh the costs. However, the 
impact varies with the form of part-time employment. Notably the larger secure jobs 
show a positive balance. The most important advantages of part-time work for the 
employer are the increased flexibility of the organisation and the reduction of the costs. 
Offering voluntary regular part-time options is one way for employers to respond to 
the needs of employees who might otherwise be forced to leave the organisation or who 
might not seek employment with the organisation. Part-time employment, moreover, 
enables employers to respond flexibly to staffing and scheduling problems, such as 
peak-time work loads. It is an effective tooi for tailoring its labour supply to meet 
staffing and scheduling demands, matching the needs of employees and employers. It 
results in an improvement in the quality and quantity of job applicants (Nollen et al., 
1978; Bierig, 1980; Ronen, 1984; Delsen, 1986a; Bosch et aL, 1988; Olmsted and 
Smith, 1989, p. 83; Nollen, 1992; Bielenski et al., 1992; Bentolila and Dolado, 1994). 
Nollen (1992) found in a case study in American banking operations that houriy part­
time employees are not as cost-effective as core employees (regular part-time and full­
time employees (See also Subsection 3.5.2). Secondary part-time jobs have low produc- 
tivity. In conventional economic thinking low productivity Ieads to low compensation. 
However, this causality can also run in the opposite direction: access to labour at low 
compensation makes the search for productivity increases unnecessary for the 
employers. Hence the growth of marginal part-time jobs does not lead to greater
Atypical Employment and Employers Policy 79
efficiency, as supposed by employers and their organisations, supported by supply-side 
economists, but may in fact have led to decreased efficiency in the United States (See 
Tilly, 1989). Also in the European Community low wages tend to go hand in hand 
with low productivity, meaning that the unit labour costs are often higher in low wage 
areas or industries than in high wage areas. Moreover, there is litde evidence of a close 
relationship between relative labour costs and competitiveness. Those countries expe- 
riencing the lowest rates of increase in unit labour cost have not necessarily expanded 
their share of intra-Community trade the most (Commission of the European Com­
munities, 1990a, p. 69).23 Research on the impact of trade unions on productivity 
shows positive as well as negative results. Efficiency losses may result from limitation 
on the allocation of production factors by the employer. A productivity increase my 
result from a reduction in turnover, an increase in motivation and commitment and 
an extension of on-the-job training. By closing off certain routes to profitability 
(swearing, low wages etc.), unions may indirecdy act as a spur to investment in new 
and more effective production systems and hence promote greater economic dynamism. 
This can have long-term benefits for economic performance (Cf. Freeman and Medoff, 
1984; Nolan and Marginson, 1990). These findings indicate a positive relationship 
between equity and efficiency.
International evidence shows that also job-sharing is advantageous for employers. 
The saving more than offset the costs per position. Retention of valued employees, 
lower turnover and absenteeism, improved employee morale, higher productivity, higher 
quality performance, increased flexibility in manning, more continuity in job perform­
ance, reduced recruiting and training costs and increased efficiency of using employee 
time compensate for increased cost of benefits, the higher administration costs, the 
difficulty to recruit job-sharers, the increase of management effort, increased workload 
for supervisors and the communication problems. Also objectives in the human 
resources management (phasing in to retirement; training) can be achieved (Nollen et 
aL, 1978; Hoff, 1981; Olmsted, 1983; Blyton, 1985; Ronen, 1984; Hörburger, 1986; 
Epstein, 1986; Meager and Buchan, 1988; Olmsted and Smith, 1989; Warme et aL, 
1992). Job-sharing has been used in a variety of ways. When properly insdtuted it can 
be cost-effective as well as meeting some employees’ needs. Job-sharing seems to work 
well if a few simple rules are observed (Olmsted, 1983): the most important is that it 
should be voluntary, the expectations of both employer and employee should be clear 
from the beginning; sharers should be perceived as having parity with full-time 
employees and job-sharing needs to be supported by the direct supervisor.
The experiences in Europe with gradual retirement show that where managers had 
a positive attitude towards part-time work the reduction of the working time caused 
little problems. Against the extra administrative costs, the extra personnel planning and 
the costs of equipment of the jobs there was a reduction in absenteeism, higher 
flexibility, improved morale and higher productivity. The benefits gained by retaining 
the skill of older workers has been and will continue to be greater than the costs, 
especially as the supply of new entrants into the workforce diminishes. Where a job
23 The reason fo r  this is that wages and other costs o f  production are only one element in the 
competitive process. Quality factors — including product design and customer services, can be 
equally if  not more important (Schmid, 1992, p. 37).
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may be shared between a younger and an older worker, not only will the employer be 
able to retain the human Capital resources of the older worker and to benefit longer 
from the experience and know-how of those concerned, but the system may also 
provide -  as practice shows -  a particularly cost-effective way of imparting a specific 
skill endowment to young workers. In many cases, the costs of higher average salaries 
caused by a longer tenured workforce can be more than offset by reduced recruitment 
and training costs of new employees, plus reduced retirement benefit costs. In principle 
there are no business or economic obstacles for the introduction of gradual retirement 
(Hart, 1984; Delsen, 1990a). The introduction of gradual retirement could be used as 
an instrument for lengthening working life. If working life is expanded then the 
retraining of older workers will become more attractive, because investment in human 
capital can be amortised over a longer period. Also the gradual entrance into the labour 
market could be used in this sense.
3.5.2 Costs and Benefits of Temporary Employment
There is evidence that the wages of most temporary workers in Europe, Japan and the 
United States are lower than those of permanent workers (Albeda et al., 1978; Rojot,
1989, p. 45; Bentolila an Dolado, 1994). In the Federal Republic of Germany agency 
labour tends to have worse pay and working conditions than permanent workers 
(Marshall, 1989, pp. 40-41; Buechtemann and Quack, 1989, p. 120).24 Meager found 
that most managers were aware of the various costs of different forms of temporary 
work, none had thought it worthwhile to make a full comparison of the costs of 
employing permanent and temporary employees. In most cases such comparison was 
limited to remuneration costs. Managers, however, consider temporary employees 
cheaper overall because of the savings on remuneration costs (mainly on direct fringe 
benefits such as pensions), which outweighed any extra costs in the other areas (recruit­
ment costs, training costs, relocation costs, leaving costs, support costs, personnel 
administration). A common complaint was that agency fees were “excessive”. Several 
managers also argued that the costs of agency staff exceeded those of comparable 
permanent employees. Few were able to offer any direct evidence, however, and this 
view often appeared to be based on a simple comparison of pay and national insurance 
costs with agency fees, and several agreed that the difference might disappear on 
consideradon of the full set of employment costs. Most managers believed that agency 
staff, even if cheaper than permanent employees, were more expensive than direcdy 
employed temporaries, particularly where the company was able to draw on a supply 
of ex-employees with negligible recruitment, introduction and training costs. The key 
point is that direct employment of temporaries enables employers to avoid some of the 
costs of permanent staff (pensions etc.) and to save the agency fees. Against this must 
be set the screening, selection (and often training) costs which are bom by the agencies, 
and the fact that agencies are able to reap economies of scale in recruitment (Meager,
24 In principle temporary employees should be compensated for lower job security through 
higher wages. Hunter et aL (1993) found for the United Kingdom that pay difFerentials between 
atypical and typical employees are rare. Nollen (1992) found in the United States that hourly part­
timers receive wages premiums to compensate for lack o f fringe benefits and that total compensa- 
tion for contingent workers is not lower than for regular workers.
Atypical Employment and Employers Policy 81
1985, pp. 75-76), lowering the transaction costs (Albeda et aL, 1978). Besides these 
employment costs of temporary workers there are less visible costs that may occur to 
the employer as a result of the use of temporaries. Meager (1985, pp. 63-64) found 
that more than a quarter of the employers have experienced disadvantages or manage­
ment problems associated with the use of temporary workers, compared with using 
permanent employees for similar posts. These difficulties concern the following areas: 
introduction/integration, motivational/attitudinal problems, absenteeism, screening/ 
selection problems, union or work force opposition. Research in the Netherlands shows 
that flexible personnel may even be counterproductive. The internal stability of the 
organisation may be disturbed by the growing gap between permanent and flexible 
personnel. A negative impact of temporary work is also found in three other areas: 
efficiency, the quality of the final products and the costs (Van Geuns et al., 1987). 
Flexible labour contracts and the occurring segmentation of the workforce may result 
in low motivation, high absenteeism, high turnover and growing informal activities as 
well as in loss of stability and loyalty with the enterprise (Delsen, 1988c). Sengenberger 
(1992) argues that employment stability and productivity are closely related. It could 
be beneficial for countries to minimise labour turnover and unemployment. In theory 
two opposing impacts of fixed-term employment on long-term productivity may be 
distinguished. First, the screening effect is low. Short tenure length discourages invest­
ment in human capital on the part of both firms and workers. Fixed-term workers may 
exert less effort than permanent workers because they expect to be fired anyway. 
Conversely, fixed-term workers may exert more effort because they want to raise their 
likelihood of being promoted to permanent employees or because of the higher 
credibility of a threat by the firm to fire them in the case of shirking. There is some 
evidence for a negative correlation between temporary employment and labour and 
total productivity growth in Spanish manufacturing. These finding could be reconciled 
by a negative correlation between the capital-Iabour ratio and the proportion of 
temporary employment. A large part of the rise in wages of permanent employees in 
the late 1980s and the early 1990s is due to the increase in temporary employment. 
In the short-term when the proportion of temporary employment increases, average 
labour costs will be lower, because of lower wages and firing costs associated with 
temporary workers, helping employment creation (even if temporary workers are less 
efficient). However, once the proportion stabilises, unit labour costs will rise (Bentolila 
and Dolado, 1994). Hunter et aL (1993) conclude that the ad hoc decisions related to 
flexibility result in incurring unexpected costs -  including absenteeism, lack of commit- 
ment and loyalty and a loss of quality. When the full productivity implications are 
taken into account, the prima facie attraction of cheaper labour mixes often disappears. 
Initial decisions to seek flexibility are often being questioned or been reversed. Man­
power measures are operated on a much shorter time-scale than the business planning 
process, so that there is a lack of harmony and integration between them. The availabil- 
ity of temporary workers encourages poor manpower planning by companies (Towers, 
1978). Van Ham et aL (1987) point to the fact that due to organisational, manage­
ment and training problems of peripherical workers, the unit labour cost could increase.
Similar conclusions can be drawn for Japan. The high proportion of temporary and 
part-time workers (estimated as up to about 30% of the total non-agricultural labour 
force) is considered an important factor explaining the better performance of the 
Japanese labour market, furthering labour adjustment and cost minimisation (See
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Feringa, 1978; Tachibanaki, 1987; Koshiro, 1989; 1992; Heerma van Voss, 1992). 
Inplant sub-contract workers or “outside workers” are often considered to be a safety 
value for regulating employment, whose effectiveness increases the higher is their 
proportion relative to total employment. However, in reality their is litde competition 
between regular and inplant contract workers. There are clear limits on the jobs for 
which sub-contract workers could be hired, stemming from collective agreements. 
Except in the long-term, regular and sub-contract workers represent non-competing 
groups. Since these outside workers are not employed by the large enterprise, their jobs 
cannot function as a port of entry. Also the role of outside workers as a shock absorber 
is low, because the surplus employees of large companies cannot easily be moved into 
the “outside works” jobs. Hence, the dual structure in Japan does not permit a better 
adjustment capability (Koike, 1988). The fact that temporary and regular workers, 
working side by side, are treated differendy may lead to frustration among workers — 
both the regular and temporary workers -  negatively influencing working climate. A 
widespread use of outside workers may result in the management losing its grip on the 
quality of the workers employed on tbe premises and may have negative consequences 
for a smooth operation of the production process (Feringa, 1978).
Also research results in the United States point in this direction. Olmsted and 
Smith (1989, p. 379) argue that in the short-term use of contingent workers can cut 
some labour costs -  pay, fringe benefits, career-oriented training, overtime, and 
overhead -  very direcdy. However, the effects on basic training costs, supervisory time 
and morale, turnover, and productivity in particular should be carefully monitored. 
Since the rationale for using contingent workers is to lower labour costs, the result may 
be permanently lower pay scales and loss of fringe benefits as well as loss of access to 
training and knowledge of the industry for many members of the work force. This may 
happen even with highly skilled, independently contracted professionals, such as 
lawyers, engineers, and accountants. Barriers raised will lead to a less-open, less-flexible, 
segmented employment system. It also implies conditions that could pose a serious 
long-range threat to productivity and competitiveness of the United States (See also 
Tilly, 1989). Simonetti et aL, (1988) conclude that for some companies, bringing in 
temporary help is cost-effective; for others, though, the “break in” time required is 
lengthy and actually creates costs. Abraham (1988) found that according to users of 
flexible staffers temporary help agencies’ per hour charges typically equal or exceed the 
per-hour wage and benefit costs associated with regular employers in a comparable 
position. A substantial share of users of short-term hires and on call workers report 
lower per-hour wage and benefit costs for those flexible staffers than for regular 
employees in comparable position. The fact that flexible staffing assignments are 
typically quite short, are consistent with per-unit production costs being higher for 
flexible staffers than for regular workers.
Training costs are of importance. Rebitzer (1989) argues that firm- and job-specific 
training are generally not significant aspects of most jobs and hence that firms abandon- 
ing implicit contracts may be maximising long-term profits. Appelbaum (1989) argues 
to the contrary that increasing levels of part-time and temporary jobs will ultimately 
be proven unproductive and unprofitable. She sees contingency as harmful to firms in 
the long run because contingent workers do not move up to better jobs in the firm 
through experience and on-the-job specific training. Missing rungs arise in the internal 
labour market ladder and the firm must bid in the open labour market for workers with
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advanced transferable skills. Since worker mobility increases for high-level jobs, this 
historical trend may reduce the potential for future implicit contracts and, also reduce 
the possibilities for a trust-based motivation suggested by Drago and Perlman (1989), 
in either event tending to reduce future profitability. In a study in banking operations 
Nollen (1992) found that contingent workers are less cost-effective than core employees. 
The total compensation for contingent workers is not lower than for core workers be­
cause of the training costs required for successful job performance and the post-training 
length of service for recovering the costs exceeds the average length of service of contin­
gent workers and the productivity of contingent workers compared to core workers is 
not high enough to make up for their high turnover. So the common belief that contin­
gent labour is always a low cost way for companies to meet their requirements for 
numerical and temporary flexibility is not always true. The unit costs of production of 
contingent workers (on call part-time workers) are higher than those of regular part-time 
workers and full-time workers. Managers seem to underestimate the disadvantages and 
overestimate the advantages of temporary employment and contingent employees.
3 .6  C O N C L U SIO N S
Employers and their representatives are very much in favour of a flexibilisation of the 
labour market. They are the main force behind the increase in the number of atypical 
employment relations. In this chapter the motives and impact of atypical employment 
relations are investigated. The conclusions are mainly based on national case studies 
and bivariate analyses. In Chapter 6 these conclusions are tested in a multivariate 
setting. Contrary to the pretended preferences practice shows that employers are often 
reluctant to introducé and extend part-time work. From the international evidence 
presented in this chapter it may be concluded that the extent of part-time work largely 
reflects the preferences of workers, accommodated by employers, rather than the other 
way around, while employers are the most important factor behind the growth of 
temporary working. Contrasts between attitudes of employers and employees and their 
organisations are to be expected. However, as came forward from this chapter, also the 
attitudes of employers’ organisations and individual employers diverge, notably in the 
case of part-time work. Related to permanent part-time employment, employers’ policy 
is restrictive. Contrary to the opinion of managers, international evidence shows that 
part-time work is in principle possible at every functional level. From previous sections 
it may also be concluded that the employment impact of the promotion of temporary 
work is expected to be more limited than of the promotion of part-time work. The 
potential for proportionate expansions of fixed-term labour relations is limited, because 
in short-term periods only a limited know-how can be obtained. Fixed-term labour 
contracts may therefore well be concentrated on the initial stages of a career and from 
the entrepreneurial point of view may seem to be more suitable in principle for less 
skilled labour than for skilled labour. Moreover, although the majority of European 
employers’ organisation consider the constraints on recourse to fixed-term work to be 
serious, many fixed-term contracts concluded are for relatively short periods and could 
have been terminated without difficulty.
The part-time rate is not uniform in its response to overall employment changes, 
illustrating the heterogeneity of part-time employment and that institutional differences
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and the supply-side have an important influence on the use of part-time employment. 
Larger firms are more able to cope with uncertainties and selective personnel surpluses 
internally than small firms. This partly explains why new reasons for the use of 
temporary employment are less important for larger enterprises and why the temporary 
rates and flexible part-time rates are higher and organisational needs are more impor­
tant as a motive in small firms. Although differences can be found, the use of tempo­
rary and (permanent) part-time employment is mainly motivated or allowed for by the 
same reasons: a greater flexibility of the organisation and/or a reduction of the costs. 
Hence, from the employers’ point of view both forms of atypical employment supply 
the same need and can be considered substitutes to some extent. In Europe and the 
United States related to both agency work and fixed-term contracts the traditional 
reasons clearly predominate, although new reasons have become more important. New 
reasons that represent a transfer of traditional employers’ risk situations to the 
employees are: uncertainty about the future workload allowing employment of perma­
nent staff, company wishes to have a longer probation period than permitted by the 
relevant statutory provisions, and regulations in labour law make it difficult and/or 
expensive to lay off redundant staff. It is still an empirical question whether these new 
reasons can explain the recorded growth in temporary employment. This will be 
addressed in Chapter 6 for EC Europe.
The United States -  with fewer restrictions on hiring and dismissals -  have high 
external employment flexibility, a low adjustment of working hours and rigid internal 
labour markets. Japan has the lowest adjustment of employment and the highest 
adjustment of average hours. In Japan, like in Sweden, internal labour market flexibility 
is more important (hours adjustment and transfers) and making temporary workers or 
permanent workers redundant only plays a minor role as an instrument to adjust the 
workforce to lower production levels. Europe holds an intermediate position. The 
lesson from the Japanese system is that it is profitable for the employer to offer job 
guarantees and that workers are prepared to co-operate to be transferred to other jobs 
within the company.
Another conclusion is that employers seem to overestimate the advantages of 
temporary employment and underestimate the disadvantages, while for part-time 
employment the attitude is reversed. International evidence shows that where part-time 
work is introduced the outcome is positive, the benefits outweigh the costs. Permanent 
part-time working may be a good alternative for temporary and flexible labour con­
tracts to both employers and workers. In general it is believed that the short-term 
advantages of temporary employment outweigh the long-term disadvantages. However, 
from this chapter it may be concluded that these advantages may not always occur. We 
may conclude that part-time work has more advantages for the employer than tempo­
rary work. The latter may even be counterproductive due to ad hoc decision making. 
The negative impact of temporary work relates to efficiency, internal stability, the 
quality of the final products and the higher unit labour costs. Temporary employment 
is, moreover, associated with underinvestment in human capital and a lower capital- 
labour ratio. The latter two have major long-term implications. Fixed-term employment 
and on call part-timers are not cost-effective: their unit cost of production are higher 
than comparable regular part-time or full-time workers. An important reason for 
employers to prefer fixed-term contracts over agency-labour is the longer duration 
permitting on-the-job training. In fact it is the high turnover rate that is the main
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cause behind temporary employment and insecure part-time jobs not being cost- 
effective: expenditure on training becomes a cost and not an investment. Training and 
retraining, however, will become more and more important due to technological 
development and the demographical developments as well as the increased competition 
resulting from the globalisation of the economies. In order to justify the introduction 
or expansion of atypical, i.e. part-dme or temporary employment, managers and 
supervisors need detailed information about both the short-term and the long-term 
costs and benefits of these forms of work. Table 3.1 summarises and compares the 
main costs and benefits of permanent part-time and temporary work for employers 
with those of permanent full-time work.
In this chapter the market segmentation theories have been criticised for disregarding 
supply-side influence, the heterogenous character of part-time employment and by the 
fact that the policy of numerical flexibility is ad hoc. Permanent part-timers belong to 
the core, the primaiy segment, while hourly part-timers and temporary workers belong 
to secondary segment. Manpower measures are operated on a much shorter time-scale 
than the business planning process, so that there is a lack of harmony and integration 
between them. Employers have the possibility of offering more secure part-time jobs,
Table 3.1 Costs and benefits of permanent part-time and temporary work, relative to 
permanent fulltime work
Part-time work Temporary work
Wage per hour equal or lower lower or equal
Overtime costs lower lower
Fringe benefits equal or lower equal or lower
Social security contributions equal or higher lower
Pension contribution lower lower
Recruitment costs lower or equal lower
Introducdon costs equal or higher higher
Training costs equal or lower higher
Turnover costs higher higher
Administration and personnel costs higher higher/lower
Motivation higher lower




Quality of work higher lower
Supervision time higher higher
Communication problems equal or higher higher
Transfer of work equal or higher higher
Internal stability equal or higher equal or lower
Unit labour costs lower higher
Source: Based on Delsen (1992b).
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notably in the case of frequent predictable and unpredictable fluctuations. Permanent 
part-time employment can play an intermediate position between permanent full-time 
and flexible labour, i.e. between functional and numerical flexibility, when more 
planning is involved. Numerical flexibility may also be obtained from the core workers: 
minimum-maximum contracts and working year contracts. Managers are in favour of 
the latter. Working year contracts promote regular temporary work through job- 
sharing, and the present segmentation forces will be reduced.
Numerical, external short-term flexibility and functional, internal long-term flexibil­
ity are substitutes. Japanese company managers react to economic recessions by 
developing the product side of their business to maintain output and employment, 
whereas European countries and the United States tend to look for short-term cost 
decreases by shedding labour. The main purpose behind the employers’ strive for 
numerical flexibility, i.e. more atypical employment, is to maintain the stability of 
certain economic indicators. However, increasing numerical flexibility not necessarily 
results in stabilising (business) economic indicators. In fact, increasing flexibility may 
increase the extern of overshooting and may result in short-sightedness and reduce the 
incentives of firms to embark on long run training programmes for their workforcè. 
Stability of employment contracts should be interpreted as stability, and not as inflexi- 
bility or rigidity. A collective bargaining or legal constraint on employment change can 
induce much more innovative strategies. Why not convert this employment rigidity 
into an advantage and look for high internal flexibility?
CHAPTER 4
Atypical Employment and Trade Unions Policy
4.1 IN T R O D U C T IO N
This chapter analyses the trade union policy towards atypical employment, i.e. part­
time and temporary work in Europe, North America and Japan. First, in Section 4.2, 
the changes in the rates and structure of trade union membership over the past two 
decades and the organisation rates of part-timers and temporary workers are considered. 
Next, in Section 4.3, the attitudes of trade unions in the various OECD countries 
towards atypical employment are reviewed and commented upon. In Section 4.4 the 
impact of part-time work and temporary work on trade union goals are reviewed. 
Subsequendy, the impact of both forms of atypical work on the reduction of working 
time, on employment and unemployment, on the volume of informal work and on the 
humanisation of work are invesdgated. Conclusions are drawn in Section 4.5.
4.2 C H A N G IN G  TR A D E U N IO N  M EM BERSH IP
The role of the trade unions in the coming decades is determined not only by indus­
trial restructuring, but also by the influence of technological changes on the composi- 
tion of the working class and on the modification of working class behaviour (Hinter- 
scheid, 1987, p. 17). Changes in the work force have been obvious for some time — 
a relative decrease in industrial labour, predominandy male, and an increase in service 
workers, predominandy female and younger workers, as well as university educated 
entrants to the labour market. Related to labour supply, two opposing historical trends 
may be found. For the male population a strong and consistent decline has reduced the 
labour force participation rate after World War II. For the female population, the trend 
is precisely the opposite. Here the figures across the board for all age groups indicate 
a very great movement into the labour force. Also in the years to come, the demo- 
graphic composition of the labour force is likely to change considerably. Broadly, in 
most OECD countries, the proportions of youth and the elderly are likely to shrink, 
while that of female prime-age workers (25-54 years old) is expected to rise significant­
ly. Almost all of the projected rise of the general participation rate is accounted for by 
that of female prime-age workers (OECD, 1987a, pp. 54-62). Compared with the 
Nordic countries (78%), and notably Sweden (82%), in 1989/1990, the average labour 
force participation rate -  especially of women -  not only in the European Community 
(53%), but also, although to a lesser extent, in Japan (60%) and North America (68%) 
still was low. So, there remains a potential for large increases in the coming years. The 
logical culmination of these trends is an equalisation of the labour force participation 
rates between men and women, and the stabilisation of a uniform rate for the popula­
tion as a whole. Sweden is an example in this respect. The labour force participation
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rates of men and women are high and almost equal. In 1990 the rates were 85.4% and 
81.1% respectively. It is even expected that well-educated women will do for the 1985- 
2010 postindustrial economies what the peasants did for the 1950-1975 factory boom 
(The Economist, August 1986, p. 12).
In Table 4.1 the development and structure of trade union membership during the 
1970-1989 period are presented for 18 OECD countries. From this table three interest­
ing conclusions can be drawn. First, unionisation rates are above average in Australia 
and Europe, and below average in Japan and North America. Within these economic 
blocks — notable in Europe -  considerable differences between countries can be found. 
In Sweden the organisation rate is the highest1 of all countries; in France it is the 
lowest. Second, total trade union membership increased during the 1970s in all OECD 
countries, while showing a decrease since the end of the 1970s or since 1980. The only 
exception being the Scandinavian countries; there the organisation rates continued to 
grow. Unions in already weakly unionised countries weakened further, whereas unions
Table 4.1 Development and structure of trade union membership in selected OECD 
countries, 1970-1989
Country Union Density Changes (%) in membership Share (%) of women in total 
membership
1988 1970-1979 1980-1989 1970 1989
Austria 58.2 9.3 -1.0 27.5 30.9
Australia 53.4 26.8 15.4 24.5 35.3
Belgium 77.5 43.8 -0.8 33*
Canada 34.6 56.3 15.6 22.6 37.2
Denmark 86.0 57.1 13.2 23.0 46.2
Finland 90.0 73.3 15.1 50.9
France 12.0 -4.9 -41.6 29.7
Germany 40.1 16.9 0.0 16.1 24.8
Ireland 58.4 28.7 -12.7 27.5 31.6
Italy 62.7 67.9 9.1 32*
Japan 26.8 6.6 -1.1 27.9 27.7
Netherlands 30.2 9.8 -6.0 10.3 18.1
Norway 67.7 38.2 14.7 36*
Sweden 96.1 36.9 10.6 32.4 50.1
Switzerland 30.0 13.2 -5.7 12.6 18.6
Turkey 19.2 .. 13.4
United Kingdom 46.1 15.8 -20.9 24.5 38.0
United States 16.4 5.3 -15.6 23.9 36.2
*1985.
Source: Visser, 1991; ETUI, 1987.
1 The high rate in Sweden can be explained by three factors: the link between unions and the 
unemployment benefit system; the solidarity principle applied by the unions, is attractive for 
unskilled workers and those with a weak labour market position; contributions to trade unions are 
automatically reduced from the wages and salaries by the employer.
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in initially highly unionised countries even show an increasing membership. Austria and 
the Netherlands are exceprions. Changes in membership can be explained chiefly in 
terms of cyclical economic factors: unemployment and inflation (Walsh, 1985; Towers, 
1987; Visser, 1991). However, also changes in the level of bargaining are of impor­
tance. In the 1970s, the trend toward greater centralisation of bargaining was accom- 
panied by a rapid growth of membership, while the decentralisation of bargaining in 
the 1980s resulted in a drop in union membership in most OECD countries (Kauppin- 
nett, 1990). A third noticeable development in trade union membership over recent 
years has been the increase of female members in all countries, except Japan. To some 
extent the increase in female trade union membership compensated- for the decrease in 
male membership. Women constitute a far greater proportion (about half) of total 
membership in Denmark, Finland, and Sweden than elsewhere. In Germany, the 
Netherlands, Switzerland and Turkey the share of women in total membership is below 
average.
The spread of atypical employment threatens the very foundation of collective labour 
relations, as far as the expansion of atypical relationship results in the contraction of 
full-time wage employment. According to Córdova (1986) this threat arises more from 
their own nature than from the standards adopted in the field of collective labour 
relations: atypical workers have different behavioral patterns and attitudes resulting in 
low rates of unionisation. However, as already pointed out in Chapter 1, the idea that 
women are secondary workers is inaccurate. Empirical evidence in Europe, Japan and 
the United States shows that most temporary workers have a permanent commitment 
to the labour market (See Feringa, 1978; De Beer, 1989; Golden and Appelbaum, 
1992). From the scarce information it can be gleaned that in general the organisation 
rate of employees on part-time and temporary contracts is low. The increasing volume 
of atypical workers could be another significant cause for the low and declining general 
organisation rates in the 1980s.2 In the United States in 1985 only 1.27 million part­
timers belonged to unions, about 7.3% of the labour force, and only 8.8% are covered 
by union contracts. This is about one third of the rate of unionisation of full-time 
workers, 20.4% of whom belong to unions and 23.1% of whom have union representa- 
tion. Between 1983 and 1986 the proportion of part-time workers in union membership 
decreased from 8.4% to 7%. Among temporary workers and contract employees 
unionisation is virtually nonexisting (Appelbaum and Gregory, 1988, p. 15; Warme et 
aL, 1992, p. 34). Also in Canada there is a great difference in organisation rates between 
part-time and full-time employees. For 1984 these have been estimated respectively 19 
and 41%, and in 1986 18% and 36% (Robinson, 1989, p. 12; Warme et al., 1992). 
In Australia, the share of part-time and casual labour in total trade union membership 
has risen from under 10% in 1977 to 17% in 1987 (Lever-Tracy, 1987, p. 18). In 
Japan the basic unit for trade union organisation is the plant or organisation. The 
Japanese enterprise union organises all regular (hard core) employees. Part-timers are 
seldom organised, because they do not qualify for enterprise union membership. On 
average in Tokyo, only 2.8% were union members, mostly in large companies in 1983.
2 In the construction and ship building industries and in ports the casualisation o f the work 
force already has a long history. This casualisation resulted in a reduction o f trade union member­
ship and union density (See Wilkinson, 1981).
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Also temporary workers are usually excluded from trade union membership (See Feringa, 
1978; Inohara, 1990; Heerma van Voss, 1992). In Europe there are considerable 
differences between countries. From the Labour Research survey (March, 1989) of the 
largest unions in the United Kingdom, covering 85% of the TUC-affiliated member­
ship, it can be concluded that only 12 kept a record of part-dme membership. The 
propordon of part-time membership varies gready, ranging from 0.6% in the engineer­
ing union (AEU) to around 53% in the public sector manual union (NUPE). The share 
of part-timers in all union membership is 17%, compared with 25% of the working 
population. Compared with 1983 there has been an increase in the organisation rate 
of part-time workers by about a half, compared with an increase of 28% in the working 
population. A survey by the author in the Netherlands shows that on average, about 
10% of trade union membership was part-time workers in 1987/1988, compared with 
around 23% of the dependent workforce. The rates varied from 14-15% in the civil 
servants unions, the teachers union, and in the hairdressers union, to 8% in the 
graphical sector and to 4-5% in the retail sector unions and the food processing industry 
union. Other unions could not provide information on membership by part-time 
workers. Dutch trade unions kept no record on the organisation rates of temporary 
workers. In Sweden, union density of part-time working women (69%) is high and 
increasing. This is a indicator of the non-marginality of part-time work in Sweden and 
another difference from the EC, the United States (Sundström, 1991, p. 175), as well 
as Japan. In Sweden and Finland also the unionisation rate of (female) temporary 
workers (about 60%) is high (Natti, 1992, p. 21).
4.3 TR A D E U N IO N S’ A T T IT U D E  TO W A RD S A TYPICA L EM P LO YM E N T
4.3.1 A Threat to Full-time Jobs
The attitude of trade unions towards atypical employment tends to be somewhat 
defensive or even hostile. In Europe the trade union movement at national level and 
Community level in particular is in favour of a reduction of the working week. It was 
almost universally argued that working time reduction should take place without 
proportionate losses of weekly earnings. The trade unions’ position was summarised by 
the European Trade Union Confederation’s (ETUC) call for a ten percent reduction 
in working time without loss of pay at the 1979 Munich Congress. Since then there 
has been very little backsliding from this position. This statement of the ETUC has 
been followed up by the European unions. During the 1980s, most Western European 
and Nordic unions have demanded and ultimately received reductions in working time 
without loss of pay3 (See Commission of the European Communities, 1982; Curvillier, 
1984; Weigelt, 1986; Meulders and Wilkin, 1987; Hart, 1987; Campbell, 1989; 
Slomp, 1990). Work sharing, as the idea in its several variants is known, constitutes 
not so much a policy for renewed economic growth, the main generator of employ­
ment growth, but a redistribution of employment (Van Ginneken 1984). Also in 
Japan, trade unions are in favour of shorter working hours as a means of sharing the
3 In some countries, such as Belgium and the Netherlands, trade unions have shown a 
willingness to accept a less-than-full compensation in the event of hours reduction.
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fruits of economic growth between more workers and as a defensive policy against 
unemployment resuldng from the introduction of microelectronic technology. Trade 
unions stressed the need for employment guarantees, education and training, industrial 
safety and health, and prior consultation. On the other hand, in order to distribute the 
benefits of technological change, they want to protect and increase employment 
(through economic growth) and wages (Shimada and Hayami, 1986; Sarfati and 
Kobrin, 1988; Koshiro, 1992). In contrast with Europe, in Japan trade unions are 
willing to make the sacrifïce of wage in exchange for the assurance of employment. 
Also the low and declining unionisation rates contributed to this wage flexibility 
(Tachibanaki, 1987).
Many trade unions regard part-time and temporary work as essendal conjunctural 
and one which resolves itself with a return to full employment. As a result there is a 
tendency for trade unions to concentrate their attention on defending the rights of 
those in Standard jobs. They may oppose the extension of non-standard employment 
where it replaces Standard jobs, but acquiesce in this extension if this helps to protect 
the core workers (Rodgers, 1989, p. 12). This is in line with what may be expected 
from the insider-outsider theory. Incumbent workers are afraid that, when the number 
of low-wage workers become relatively large, the firm will replace the remaining high- 
wage workers by low-wage workers. Not only in Europe, but also in Japan and the 
United States trade union organisations tend to view flexible labour contracts as a 
threat to full-time jobs. Flexible labour contracts are met with considerable reserve since 
they weaken the position of the individual employee and they reduce the ability of 
trade unions to negotiate secure wages and working conditions (Albeda et aL, 1978; 
Lever-Tracy, 1987; Robinson, 1989; Warme et al., 1992). In Europe, employee 
representatives representing 20% (42%) of the workforce think that part-dmers (fixed- 
term employees) are less mouvated than full-timers to refuse bad working condirions 
(Bielenski et aL, 1992). “It is known that the common characteristics of temporary 
workers, ‘moonlighters’, clandestine workers, part-timers and home workers is the 
precariousness and the insecurity of their employment situation as well as their ten­
dency to remain outside the unions. The growth in the number of these ‘second zone’ 
workers constitutes a serious threat to the job security and income of organised 
workers” (Spyropoulos 1987, p. 40). However, in order to deal with the flexible labour 
issue it is necessary to make a clear distinction between part-time work on one hand 
and temporary work on the other. One of the main reasons for European trade unions’ 
opposition to the spread of part-dme work is that this is to slow down the trend 
towards an overall reduction of working time for all employees (Robinson, 1984; 
Jallade, 1982). The trade unions in the Europe have, moreover, resisted part-time 
working because they fear that such workers might be exploited and that their interests 
may diverge from those of other workers -  a factor which would weaken union 
authority. According to trade unions in Denmark, Greece and Belgium part-time 
working should remain the exception, because it does not provide sufficiënt protection 
for workers. Also the trade unions in Italy, France and Norway oppose part-time work. 
Elsewhere (Austria, Luxembourg, Spain and Switzerland) the attitude of trade unions 
is one of concern. In other countries, the union position is much less trenchant, 
although the positions of the main union confederations in the same country may not 
converge (e.g. the United Kingdom, West Germany, Belgium, the Netherlands). The 
main proposal of the European trade unions was -  and sdll is for most of them -  that
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working time should in general be reduced. But a large number of trade unions accept 
part-time work on condition that it is freely chosen and that it is accompanied by 
sufficiënt protection (EIRR, 1985, p. 28; Evans and Bell, 1986, pp. 22-23; Weigelt, 
1986; Meulders and Tytgat, 1989; Kravaritou-Manitakis, 1988, pp. 46-47; Leighton 
and Syrett, 1989, p. 210; Alaluf, 1989, pp. 254-255; Bielenski et al., 1992). The 
position of the Swedish trade unions differs from those in other European countries. 
In the past Swedish trade unions actively promoted part-time employment. Like a 
general reduction in working time it is seen as a means to improve the well-being of 
the economically active, and not as a means to redistribute employment in the battle 
against unemployment.
Job-sharing implies that one full-time job may be shared among two or more 
persons, each with his or her own work contract, but all together responsible for 
certain obligations inherent to this job. Job-sharing arrangements may be seen as 
permanent part-time work. It has generally been introduced in a reactive fashion in 
response to employees wishing to work part-time, or unable to continue full-time 
work. Among the EC Member States one finds job-sharing more particularly in the 
United Kingdom, Ireland and the Federal Republic of Germany. Evidence from a 
growing number of companies and public institutions shows that this particular form 
of part-time work is being introduced at higher levels of the professional hierarchy, 
that it can be attractive especially to those whose income is relatively high or who have 
a partner with an income, that it can be useful to reconcile family and job life in a 
better way than hitherto, and that employed persons who opt for this job splitting 
release a full-time job which can be occupied by an unemployed person (Commission 
of the European Communities, 1982, pp. 19-21). There are several advantages of job- 
sharing to the employee parallel to the advantages to the employer: increased leisure 
time, greater work flexibility; partner support, remaining in the job market; transition 
to retirement for older workers; improved job access; on-the-job training, sharing child 
care and domestic responsibilities. These advantages compensate for the disadvantages 
of job-sharing for the employee: working longer hours; personal adjustment, salary 
reduction and in some cases limited opportunity for career advancement, less training 
opportunities and exclusion from networks (Nollen et aL, 1978; HofF, 1981; Olmsted, 
1983; Blyton, 1985; Ronen, 1984; Walton, 1985; Hörburger, 1986; Meager and 
Buchan, 1988; Olmsted and Smith, 1989; Warme et al., 1992). A key factor of job- 
sharing has been its potential to improve the conditions of part-time work. Yet, trade 
unions in Europe in general oppose job-sharing. Epstein (1986) mentions four grounds 
for union objection: slow down of the trend toward the shortening of the working 
week; a threat to full-time jobs; it creates conditions for the abuse of workers (loss of 
protection); weakens union power and influence on workplace (difficult to organise). 
For instance, in the United Kingdom trade unions still have mixed feelings about the 
concept, with many being openly hostile. At the same time, several trade unions, 
especially in the public sector, have actively supported and pushed for job-sharing as 
a major plank in an equal opportunities programme. It opens up “responsible” jobs to 
part-time working. Unions which have job-sharing policies generally try to protect.the 
position of their full-time members (Leighton and Syrett, 1989; Beechey and Perkins, 
1987). Also in the Federal Republic of Germany the trade unions oppose job-sharing 
(Weitzel and Hoff, 1981; Langkau-Herrmann and Scholten, 1986). This negative 
attitude may also be found in Australia (Benson, 1982). In the United States, job-
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sharing has been used, supported by unions, to avoid lay-offs (Appelbaum and 
Gregory, 1988).
Trade unions see the introduction of temporary working and short-term contracts 
as a means of weakening trade union organisation at the workplace, as a threat to 
permanent employment and as a means of cutting down overtime earnings. In Chapter 
2 it was concluded that there is no general tendency for temporary employment to 
grow in years in which permanent employment has fallen markedly. Exceptions are 
France and Spain, where the growth of temporary employment is at the expense of 
permanent employment, since the beginning of the 1980s. In part this is the result of 
reduction in wages of marginal workers generated by temporary contracts and deregula- 
tion resulting in increased flexibility at the margin (See Bentolila and Saint-Paul, 1992; 
Bentolila and Dolado, 1994). Most European unions oppose temporary working or are 
at least sceptical about its introduction. Trade unions think that workers only accept 
forms of temporary employment because they are unable to find stable employment. 
Indeed, as came forward from Chapter 2, the majority of the temporary jobs is 
involuntary. The Irish unions on the other hand accept temporary work and consider 
temporary jobs better than no job at all (Bielenski et aL, 1992). Trade unions in 
Europe are in favour of regulating atypical employment at European level and prohibi- 
tion of certain forms of atypical employment. In Belgium, Germany and die Nether­
lands, trade unions demand the prohibition of on call contracts4 (Langkau-Herrmann 
and Scholten, 1986; FNV, 1987). In the Netherlands, collective agreements on agency 
work are concluded. The use of agency work is prohibited in Dutch truck transport 
and building and construction. Moreover, a collective agreement prohibits their use in 
the graphical sector. On call contracts are prohibited by a limited number of collective 
agreements, e.g. in the meat export branch and the furniture retail trade (Delsen, 
1993a). In 1988 the Congress of the ETUC asked for a prohibition of transnational 
temping. Also in the United States, Canada and Australia trade unions generally express 
reservations about part-time and temporary employment, based on the same arguments 
as their European colleagues (Albeda et aL, 1978; Ronen, 1984; Appelbaum and 
Gregory, 1988; Lever-Tracy, 1987; Sarfati and Kobrin, 1988; Robinson, 1989; Tilly, 
1989). They fear that it would have a wage-cutting effect, that temporary and part-time 
employees would be hard to organise, and that they would displace full-time workers 
and are concerned about the lack of legal protection and fringe benefits. On the other 
hand, they did not do much to extend trade union protection towards part-time and 
temporary workers. In Canada and the United States, the most common strategy 
pursued in collective bargaining is to limit, as much as possible, employer recourse to 
atypical irregular (part-time) work, and to obtain equal pay (Murray, 1989; Tilly;
1989). In Japan trade unions are in favour of the regulation of part-time work and 
temporary work agencies by the government, while on the other hand they fear that 
the official recognition of these forms of work will contribute to the segmentation of 
the labour market, increase the number of unstable jobs and even disturb the Japanese 
employment system, characterised by life-time employment and the wage and promo­
tion system based on seniority (Sarfati and Kobrin, 1988). In Japan enterprise union-
4 In Belgium this was achieved recendy. In France zero hour contracts are forbidden already 
(See Chapter 5).
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ism is one of the main barriers preventing temporary workers to receive equal treatment 
or to get access to more steady jobs. National organisations, however, show more 
concern for the position of temporary workers (Feringa, 1978). The Japanese labour 
market indeed is a dual labour market. However, as came forward from Chapter 3 life- 
time employment is decreasing rapidly and constitutes only a small proportion of total 
employment. Moreover, the borderline between the primary and secondary segment is 
not rigid.
Part-time work is often seen, notably by trade unions, as a substitute for a full-time 
job (Dehareng, 1985; Zachmann, 1986; ETUI, 1986; Sarfati and Kobrin, 1988). This 
means that in times of crisis, when unemployment is high, the number of full-time 
jobs decreases and the number of part-time jobs increases. Workers take part-time jobs 
not voluntary but simply because full-time work is not available. However, in Chapter
2 it was concluded that there has been no general tendency for part-time to replace 
full-time employment for males and that there is no pronounced general tendency for 
part-time employment to grow in years in which full-time employment has fallen. 
Female part-time employment grows at least as fast as full-time employment. Another 
conclusion was that the proportion of involuntary part-time work in the total of part­
time work has increased in most OECD countries over the past years. The business 
cycle and the demand-side have influenced the labour market for part-time work. 
However, most part-time jobs are voluntary. Also available evidence from household 
surveys suggests that the overwhelming majority of the part-time jobs in Europe, Japan 
and North America is voluntary, despite the fact that part-time workers receive lower 
pay and experience lack of job security (Jallade, 1982; Gershuny, 1983; OECD, 1983; 
OECD, 1985; Delsen, 1986a; Employment Gazette, April 1987; Van Ginneken, 1988; 
Ehrenberg et al., 1988; De Neubourg, 1988; Grift and Siegers, 1988; Appelbaum, 
1989; Buechtemann and Quack, 1989; Polivka and Nardone, 1989; Inohara, 1990; 
Tilly, 1991). Although the employment situation has its influence on the development 
of the number of part-time jobs, the major cause of the growth of part-time work is 
to be found on the supply-side of the labour market.
Unions have frequently assumed that atypical employment is used as a ‘buffer’ to 
cushion economic downturns and, therefore, implies high risks of job loss and sub- 
sequent unemployment. The burden of an economic downturn, indeed, is often taken 
by part-time and fixed-term workers, who are used by firms as a buffer against fluctua- 
dons, making permanent employment less responsive to the cycle, but total employ­
ment more responsive to the cycle. However, in the aggregate part-time employment 
is more stable than full-time employment, in the sense that the overall number of part­
time jobs is less responsive to cyclical fluctuation than the overall number of fidl-time 
jobs. This is partly a compositional effect, since part-time employment is concentrated 
in the service sector, which is less effected by cyclical fluctuations than the goods- 
producing sector. However, this does not imply that the average part-time worker has 
either a more stable employment history or more stable employment prospect than a 
corresponding full-time worker (OECD, 1983, p. 45). Abraham and Houseman (1993) 
conclude from their comparative research in the Japanese and American manufacturing 
that, though women seem to help buffer men from demand-shocks, Japanese women 
as a group enjoy greater job security than either American men or women. Related to 
the precariousness and insecurity of part-time employment, recent research shows that 
part-time jobs are not necessarily less secure than full-time jobs. Household survey data
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show that the average current tenure of part-time jobs in Europe, the United States as 
well as in Japan, is not significantly shorter than that of full-time jobs held by com­
parable members of the workforce. Most part-timers, with the exception of youth, 
consider their jobs to be permanent (Weitzel and Hoff, 1981, p. 105; OECD, 1986a, 
pp. 19-20; OECD, 1987a, p. 35; Buechtemann and Schupp, 1988, pp. 27-31; 
Buechtemann and Quack, 1989, pp. 125-126; Inohara, 1990) (See also Chapter 2). 
Part-time may, on the contrary, also be used to avoid dismissals, and hence make 
employment more stable over the business cycle. In Europe, this happens in much 
more establishments with employee representation than in establishments without 
employee representation (Bielenski et aL, 1992, p. 141).
4.3.2 Labour Market Segmentation
The negative attitude of trade unions or employee representatives may have a constrain- 
ing effect on the volume of part-time and temporary work. In the United States and 
Japan the proportion of part-time employment in total employment decreases with 
business size. In the United States in small firms about 20% of the work force is on 
a part-time basis, for large enterprises this is 12%. A similar picture emerges for Japan. 
In part this is due to worker unionisation, which also increases with firm size. Com- 
parison of the United States and Canada shows that higher levels of union representa­
tion lead to a smaller part-time/full-time hourly wage differential (Tilly, 1989, p. 286). 
In Japan, the proportion of companies where part-time or non-regular employment 
rules apply increases with the company size (OECD, 1985, p. 79; Inohara, 1990).5 
Also in Europe, a similar picture can be found: the larger the establishment, the lower 
the rate of part-time employment in total employment, ranging from on average 17% 
in establishments with 10-49 employees to 7% in establishments with 500+ employees. 
Employee representation seem to prevent employers from concluding flexible part-time 
contracts (Bielenski et aL, 1992). In the United States, small firms make less use of 
temporary employment: the percentage of firms using temporary employment increases 
with firm size (Mangum et aL, 1985). Also in Europe the recourse to temporary work 
is more important in large size firms (Meager, 1985; Nadel and Schwab, 1987; Casey, 
1988; Buechtemann, 1989). Bielenski et al. (1992, p. 202) found in Europe that the 
incidence of fixed-term employment is inversely related with establishment size. 
However, the fixed-term rate is much higher in small establishments than in larger 
ones: on average 15% for establishments with 10-49 employees and 4% in establish­
ments with 500+ employees. On balance there is litde difference between the size 
classes. Casey (1988) found in the United Kingdom that unions have a greater (nega­
tive) impact upon the use of agency workers than upon the use of fixed-term contract 
workers. This is explained by the fact that the former category are not the direct 
employees of the establishment and that their terms and conditions of employment are 
less subject to regulation by unions. As such they are seen by them as a greater “threat” 
than other forms of temporary workers. Abraham (1988) found for the United States 
that high-intensity users of flexible staffing, including agency work, fixed-term contracts 
and on call workers, have much lower unionisation rates than either low-intensity users
5 In the United States and Japan job quality, including hourly wages, job tenurè (job security) 
and the availability o f certain fringe benefits, increases with firm size (OECD, 1985, pp. 78-80).
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or non-users. Unionised firms make less use of flexible staffing arrangements than non- 
unionised firms. Tachibanaki argues in his comment on Abraham, that unionised firms 
have to use flexible staffers more frequendy than non-unionised firms, because the latter 
experience no opposition to frequent changes in employment. Also in case the insider 
theory was valid, it is expected that unionised firms lay relatively more stress on the use 
of flexible staffers. However, as already pointed out the business cycle is a major factor. 
Relatively high use is expected in an up turn, and relatively low use in a down turn: 
making employment more sensitive to the cycle.
Part-time workers, temporary workers and those employed in small firms are usually 
excluded from job security legislation and also from certain rights within collective 
agreements, especially those rights that exceed the legally guaranteed minimum, such 
as additional wages and bonuses, additional paid holidays and special premiums 
(overtime, night-shift). To the extent that employers can substitute part-time for full­
time workers, or replace permanent employees with fixed-term employees, the exemp- 
tion results in an expansion of the part-time and fixed-term work force (See Chapter 
3). This would tend to create a three-tier economy: one tier with rigid job-security 
requirements covering high paid, senior, full-time workers in large firms; one tier with 
part-time, low-paid, insecure workers mainly in small firms; and probably a third tier, 
the informal sector. Trade unions are afraid of labour market segmentation, which is 
why they oppose flexible labour contracts. However, part of this labour market segmen­
tation may be attributed to the trade union policy towards flexible labour contracts. 
Rejection of flexible labour relations by the trade unions results in a weak labour 
market position for these groups. Here a vicious circle exists. Rejection by trade unions 
does not stimulate personnel on atypical labour contracts to become active trade union 
members. They remain outside the trade unions. Research in eight European countries
— Belgium, Denmark, Germany, Ireland, Italy, the Netherlands, Spain and the United 
Kingdom -  indeed shows that there are no persons on fixed-term contract among the 
employee representatives. Also the level of representation of part-time workers is low. 
These workers run the risk that their specific interest might not be sufficiendy taken 
into consideration within the system of employee representation (Bielenski et al, 1992). 
In Europe, the legal right of temporary and part-time workers to be represented in 
works councils varies considerably across countries (See Chapter 5). As came forward 
from previous sections the underrepresentation of atypical workers also applies in Japan 
and the United States. The fact that trade unions have hardly any members among 
categories of workers with a weak labour market position results in trade unions not 
bargaining for them. Until now priority has been given to the male full-time worker. 
Besides this rejective attitude of trade unions towards flexible labour contracts, their 
policy also has actually created this segmentation, i.e. the division of personnel in core 
and periphery workers. Trade unions bargain for more employment security for the 
already employed, i.e. the insiders on permanent positions. That is why increasing the 
flexibility of permanent workers is difficult to realise. Research in Europe shows that 
according to employee representatives, fixed-term contracts might make permanent jobs 
more secure because they provide the employer with the necessary flexibility in the level 
of manning (Bielenski et al., 1992, p. 233). Unions in Europe insist on the establish­
ment of conversion clauses (workers on fixed-term contracts have to be fired or made 
permanent employees). The use of temporary contracts increases the power of the 
insiders, at least in countries where protection for permanent employees is still high
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(Bentolila and Dolado, 1994). In the United Kingdom in some organisations the 
employment of temporary staff has been subject to joint agreement where a maximum 
possible number has been set out. Sometimes this kind of agreement has been nego- 
tiated to provide greater job security for the permanent workforce, with part-time 
workers and temporaries having less job security and being more likely to be laid off 
if the business suffers a downturn (Evans and Bell, 1986, p. 24; Rubery, 1989, p. 62; 
Leighton and Syrett, 1989, p. 210). On the other hand certain unions recognise that 
the process of substituting part-time jobs for full-time ones will only be intensified 
while part-timers remain a poorly paid unorganised sector of the labour force. This has 
been a prime motive behind recent initiatives by the Transport and General Workers 
Union (TGWU) and General Municipal, Boilermakers and Allied Trade Union (GMB) 
to represent the interests of part-timers. The TGWU also recendy decided to recruit 
truck drivers working for agencies, while this category was excluded from trade union 
membership in all previous unionisation campaigns. The shortening of the working 
week remains a priority and the expansion of part-time work has been seen as endan- 
gering a general reduction in hours (Leighton and Syrett, 1989, p. 210; Murray, 1989, 
p. 188). Also in various European countries, in Australia, Canada, and the United 
States, recendy measures have been taken by trade unions to improve the position of 
workers on atypical employment contracts (See Appelbaum and Gregory, 1988; Lever- 
Tracy, 1987; Robinson, 1989; Zeytinoglu, 1991; Bielenski et al, 1992). However, also 
in these countries general working time reduction is still preferred and atypical con­
tracts are considered to be marginal.
A theoretical basis for the segmented external and internal labour market, the 
casualisadon of the workforce and the hysteresis in unemployment can be found in the 
insider-outsider theory (whereby temps are considered outsiders), emphasising the 
importance of transaction costs, i.e. labour turnover costs, the heterogeneity of workers 
and the importance of trade unions (Lindbeck and Snower, 1988; Bentolila and 
Dolado, 1994), or in the efficiency wage theory, emphasising motivation (Akerlof and 
Yellen, 1986; Drago and Perlman, 1989). In Chapter 3 the latter theory has been 
criticised for being to much demand dominated. The insider-outsider theory is more 
appropriate. If  the interests of atypical workers are represented only partially or not at 
all in wage bargaining, than the insider wage setters (permanent employees) may ask 
for higher wages, exploiting the fact that temporary employees will bear the con- 
sequences, resulting in lower wages and more employment insecurity for the latter, 
creating a dual internal labour market. What exerts pressure on bargained wages are 
changes in permanent, rather than in total employment. The proportion of temporary 
employment affects wages in three ways (Bentolila and Dolado, 1994). Insiders benefit 
employment security (buffer effect)6 and higher wages (bargaining effect) from flexibil­
ity at the margin. The bargaining effect comprises two opposite working sub-effects. 
The harassment effect: insiders increase their bargaining position by threatening to be 
unco-operative with temporary employees in case that by becoming less numerous 
insiders become more essential to the production process. The discipline effect: given
6 When the proportion o f temporary employment in total employment rises, the union’s 
employment target becomes smaller relative to expected employment and insiders’ representatives 
ask fbr higher wages, for the probability for the insider to lose his/her job will be lower.
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their lower firing costs, temporary workers will be less involved in strikes, reducing the 
power of permanent workers. It is temporary jobs, and not part-time jobs, that seem 
to generate insider hysteresis effects. Bentolila and Dolado (1994) explain this from the 
poorer substitution for full-time jobs and hence making insider forces weaker. However, 
they excluded temporary part-time workers from their analysis. The latter is of impor­
tance as came forward from Chapter 2. In Spain about half consider their job tempo­
rary. This again illustrates the homogeneity of part-time work. Permanent part-time 
employment belong to the core, while flexible and small part-time jobs and temporary 
jobs belong to the periphery. Trade union policy towards part-time employment is 
slowly changing. In the Netherlands the main union confederations — the League of 
Dutch Union Federations (FNV) -  had put on the agenda during the 1992 central 
bargaining round a legal right-to-work part-time, i.e. to secure part-time employment 
(Delsen, 1993a). Also in other European countries, e.g. Denmark, Germany, Ireland 
and the United Kingdom, as well as the Japan and the United States trade unions’ 
policy has changed recendy. Part-time employment is accepted or trade unions are in 
transition, and are in favour of more (legal) protection (Bielenski et al, 1992; Sarfati 
and Kobrin, 1988; Appelbaum and Gregory, 1988).
Moreover, trade unions in Europe have traded working time reduction for flexibil­
ity. The demand by employers for increased flexibility of the labour market arose in 
direct response to trade unions demands to adjust, through working time reductions, 
an increasing supply of labour to the lower levels of demand in the late 1970s and 
1980s (Campbell, 1989). In the bargaining rounds of nations so different as the 
Federal Republic of Germany, the Netherlands, the Scandinavian and the Mediter- 
ranean countries, flexibility has been the major quidpro quo required and obtained by 
employers for working time reduction (Treu, 1989). The destandardisation of the 
contract and hours regime added fuel to the ongoing process of decentralisation of 
European industrial relations. This causal relationship may also be reversed. 
Decentralisation of negotiations is a requisite for reorganising work. Decentralisation 
resulted in greater wage flexibility and a higher degree of differentiation of working 
conditions that took into account specific interests of specific groups of workers; it 
stimulated destandardisation. This decentralisation of wage bargaining had three 
important consequences: it reduced the ability of trade unions to countervail the 
employers’ strive to reorganise working time, it puts the decision making on the 
redistribution of employment more and more in the hands of those in power within 
the labour system, and it results in a more segmented labour market. Also in Australia 
part-time and temporary employment were traded for working time reduction. Lever- 
Tracy (1987, p. 20) concludes that unwittingly union policies have contributed to the 
very result they feared — the superexploitation of a section the workforce, the segmenta- 
tion of the labour market and the weakening and division of the working class. Moves 
to reconceptualise strategy and to move to remedy the situation are clearly called for. 
Increasingly far-reaching demands for greater flexibility will be made by employers, 
particularly if the unions continue to campaign for further reduction in the length of 
the working week. Thus a cut in working hours can now only be obtained in return 
for greater flexibility, e.g. more insecure part-time and temporary work. Some combina- 
tion or compromise between working time reduction and flexibility appears to be 
inevitable. The critical point is where to strike the balance in order to make the forms 
of flexibility, which are directed at increasing the productivity of enterprises, acceptable
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to the various groups of employees and not counter-productive to the objective of a 
better distribution of available employment or even an expansion of employment.
4.4 TR A D E U N IO N S’ GOALS AND PA R T -T IM E AND T EM PO R A R Y  W O RK
4.4.1 Introduction
An increase in the number of women at work is a prerequisite if the number of female 
trade union members is to be increased. Trade unions did not manage to unionise the 
new female entrants on the labour market. It will therefore be an important task for 
the trade union movements during the next few years to formulate a policy on the 
recruitment and equality front, by means, for example, of measures to encourage 
women-part-timers to join unions (ETUI, 1987, pp. 11-12; Tilly, 1989, p. 290). The 
present trade union policy, despite some changes, still gives priority to full-time workers 
in most of the OECD countries, and a general working time reduction still is their 
prime instrument to cut the number of jobless and to improve working conditions. In 
the following, trade union policy is confronted with the effects of the promotion of 
part-time and temporary work. The impact of part-time work and temporary work on 
the overall reduction of working time, on employment and unemployment, on in- 
formal work and on the humanisation of work is surveyed.
4.4.2 Reduction of Working Time
Further reduction of working time, without any decrease in pay, was and still is an 
essential part of the strategy of European trade unions and Japan. Part-time work is 
seen as a threat to the achievement of this goal. The differences between the two 
policies are important. Part-time work is a response to a demand by individual workers 
for jobs with shorter hours and is accompanied by a proportional drop in wages. A 
general reduction of working time, on the other hand, represents a collective measure 
which has no effect upon one’s income. Trade unions consider the two policies to be 
complementary: alongside a plan for reducing working time, there is room for a more 
sophisticated policy to develop part-time work to meet the demand of certain categories 
of employees (Cf. ETUI, 1986, p. 69). This would result in the two basic concepts of 
the reduction of the annual working time being considered not mutually exclusive, but 
that part-time work would probably keep its lower status as being complementary to 
the work done by reduced full-timers. If on the other hand part-time work tended to 
become more general it would produce similar effects to those of a general reduction 
of working time. If it leads to many more households with two part-time work incomes 
it would approach the objectives of a 5 hour working day or a 3 day working week 
(Commission of the European Communities, 1982, p. 18). Full-time workers tend to 
overestimate the disadvantages of part-time employment and underestimate its advan­
tages (See Nollen et aL, 1978; Delsen, 1986a; 1986b). The insider-outsider theories 
offer an explanation for why part-time employment or job-sharing is not a pervasive 
response to involuntary unemployment. Part-time employment, job-sharing (in the 
form of part-time work for both the currently employed and unemployed), or job 
rotation among these workers is favoured by all risk-averse workers only if they all face 
the same risk of being unemployed. Yet when there are costs of labour turnover for the 
employed workers to exploit, these workers find themselves with a much higher chance
100 Chapter 4
of retaining their jobs than the unemployed workers have in finding them. Under these 
circumstances, insiders use their market power to prevent this from happening. Senior 
insiders, who feel that their jobs are safe, may use their market power to prevent part­
time work from expanding in a business downturn. This conflict of interest between 
employees with different degrees of seniority is perhaps a more convincing answer to 
the question than the one that rests on the productivity disincentives of part-time 
employment or job-sharing, following from fixed cost that make it more cosdy for 
firms, or workers, to cut the number of hours worked by individual employees than 
to reduce the number of employees (Lindbeck and Snower, 1988, p. 58).
A collective reduction of working time, without a reduction in salary, increases wage 
costs for the firm. It can only be achieved by improvements in labour productivity. It 
is therefore bound to be a very slow process, which may perhaps be achieved at the 
expense of increases in real wages and thus a reduction in total employment as well as 
the introduction of more flexible employment relations to cope with these cost 
increases. Increasing part-time work has the advantage of redistributing employment 
opportunities with little direct effect on the costs of enterprises. The introduction of 
part-time employment may in fact decrease the costs for enterprises. For employers, the 
extent to which they are able to offset the cost of shortening working time is essential, 
resulting in less demand for labour and/or more flexible labour contracts to create a 
better fit with fluctuations in demand (See Chapter 3). Although trade unions oppose 
flexible labour contracts, their policy results in a growth of insecure part-time and 
temporary work.
It should also be mentioned that the small business sector accounts for a consider­
able amount of employment and that in this sector owners and their families occupy 
a large percentage of the jobs. In this situation reduction in working hours can make 
only a small contribution to employment, chiefly in the form of part-time jobs. 
However, it is not impossible that reducing working hours will lead to an increase in
-  possibly in unofficial — overtime, particularly since the special nature of this sector 
renders virtually impossible the enforcement of agreements reached centrally. An 
increase in the volume of overtime resulting from the overall reduction of the working 
time reduces the net short-term effect on employment (Berenschot Management 
Consultants, 1983; Van Ginneken, 1984). More overtime may be more attractive to 
employers than recruiting new employees because of the costs involved in the latter 
(Kok and De Neubourg, 1986, p. 31). European trade unions have taken the view that 
it is unacceptable that overtime is being worked systematically while so many people 
are out of work. In their view overtime is only justified by temporary and unforeseen 
circumstances. Systematic overtime should be eliminated in order to create new full­
time employment (ETUI, 1986, p. 32). In the United States, to increase job levels, 
some agreements contain a penalty for overtime hours (Sarfati artd Kobrin, 1988, p. 
126). The policies of the trade unions aiming at a reduction of the working time and 
elimination of systematical overtime may be conflicting. Contrary to this, from interna­
tional evidence presented in Chapter 3 it was concluded that using part-time and 
temporary work lowers the volume of overtime at firm level. In fact, the substitution 
of additional temporary contracts for overtime work of the core personnel is one of the 
major motives of employers for the use of such contracts. Also the flexiyear contract 
will reduce overtime pay considerably. This overtime pay may be a considerable income 
part for the personnel. This may be an important reason why incumbent workers are
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not willmg to give up overtime hours to benefit new and additional employees. This, 
however, also illustrates that even without a loss of wage a redistribution of employ­
ment results in a redistribution of income. Work sharing also means sharing income. 
It is the latter that the core employees, i.e. the insiders, may oppose. So, it is not only 
the threat of unemployment, but also the threat of an income reduction that is 
important. This could be another major explanation for trade unions’ opposition in 
most OECD countries to part-time employment and job-sharing, for the ségmented 
labour market in Japan and the United States, as well as for the persistence of unem­
ployment in Europe.
The call for working time reduction is strongly linked to the actual labour market 
situation. With little prospect for significant improvement in employment and certainly 
an increase in unemployment, the trade unions in Europe, less so in the United States 
and Japan will maintain their pressure for some sort of working time reduction. It may 
even be that in order to counteract the low job-creating effect of small reductions, 
more substantial cuts in working hours will be demanded. This was the declared 
intention of the ETUC and the aim of the labour movement of the Nordic countries 
at the end of the 1980s. But the wage interests of those who are employed (particularly 
the central core of the workforce) and the counter-pressure of employers will be vety 
substantial obstacles (Treu, 1989, p. 159; Blyton, 1989, p. 170). Moreover, unions in 
Europe have rather strong political links, e.g. with the Social Democratie Party in 
Sweden, the SPD party in the Federal Republic of Germany, the Labour Party in the 
United Kingdom, and the socialist parties in the Netherlands and Belgium. In some 
of these countries, due to absence of these parties from government, trade unions are 
not in the position to make their position prevail on the reduction of working time. 
In a number of European countries the speed of working time reduction slowed down 
considerably over recent years. There is a trend towards flexitime in Europe, e.g. 
France, Germany and Belgium, as well as in Japan and the United States (Bielenski et 
aL, 1992; Nollen, 1989; Olmsted and Smith, 1989; Inohara, 1990). Further working 
time reduction was not. expected. A reason for this was the expected increase in 
international competition following European integration, reducing the willingness to 
reduce the working time, notably in countries with a balance of payment deficit. Only 
Germany and Japan, with their high balance of payments surpluses, have some room 
for working time reduction (Bosch, 1989, p. 637). In a recent OECD report a similar 
conclusion is drawn related to the policy of introducing working-time reductions as a 
means of facilitating an increase in numbers employed: “The position seems to be -  
and the growing link between the reduction and the rescheduling of working time 
bears witness to this -  that working time reduction is being steadily less regarded as a 
main weapon in the fight against unemployment. It is increasingly seen as one of the 
ways of responding to worker’s aspirations and one of the tools enabling the labour 
market to respond to the reorganisation of productive systems for the purpose of 
avoiding inflation, enhancing competitiveness and hence raising employment” (OECD, 
1990c, p. 24). However, in the light of the increasing unemployment rates in Europe, 
recendy there again is a discussion about working time reduction. An example is the 
considerable reduction in weekly working time, i.e. the introduction of the four days 
(28.8 hours) working week at Volkswagen in Germany by January 1994. In addition 
part-time jobs for workers entering (gradual entrance) and for older workers (gradual 
retirement) have been agreed upon. A four days working week and part-time employ-
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ment are considered to offer people more opportunities to improve their qualifications 
and increase future productivity. The agreement could spread the four days work week 
over Germany and next over Western Europe. In France and the Netherlands the 
introduction of the four days working week is discussed now, as a defensive strategy 
to redistribute available employment and to reduce unemployment growth rates, i.e. 
to avoid future mass unemployment. However, there is a major change in the Euro­
pean trade unions position: unlike in the 1980s, reductions in wages are accepted in 
exchange for the working time reduction. Another essential difference with past 
working time reduction is that subsidies (less social security premiums and wage 
suppletion) are proposed to Hnance part of the working time reduction. The ETUC 
(December 1993) announced an action programme for working time reduction in the 
European Union. The aim of introducing a 35 hours working week has been replaced 
by shorter working, redistribution of employment, forms of parental and sabbatical 
leave. The separate Member States unions are free to choose their options and reduc­
tions in wages are accepted.
If part-time work is not limited to half-time work, but could be on a daily, weekly 
or monthly basis according to the needs of different groups of workers and to those of 
firms, part-time work could be seen as a flexible approach to reduce the annual amount 
of working hours. Working time contracts might be signed which stipulate the total 
volume of annual working time within which a large flexibility per individual can be 
introduced without neglecting the social protection indispensable for the workers 
concerned. The trade union organisations are not opposed to the practice of flexible 
working hours. On the contrary, they consider that this system is one which is sup- 
ported by a number of workers. It must be ensured that the introduction of such a 
system does not result in an increased work load, undermine the provision on maxi­
mum working hours, create conflict amongst workers or constitute an obstacle to 
further general reductions in working time (ETUI, 1985, pp. 124-125). An EC 
employee survey (Nerb, 1986) shows that over half of those questioned would prefer, 
in agreement with their firms, hours of work fixed monthly, or even annually. Flexible 
working hours is in the interest of employees, notably in conjunction with shorter 
annual working hours.
4.4.3 Employment and Unemployment
Working time reduction like more part-time and temporary labour contracts is 
intended to have an employment effect. Research in the Federal Republic of Germany 
and France shows that the reduction in employment protection by means of increasing 
the opportunities for temporary contracts does not result in more employment. Also 
the net employment effects of the special government temporary employment pro­
grammes in the different OECD countries are limited. These programmes merely result 
in a redistribution of unemployment and a shift in the recruitment pattern in the 
direction of subsidised temporary jobs and make employment more sensible to the 
business cycle (See Chapter 5).7
7 However, a general working time reduction, more part-time and more temporary employ­
ment may contribute to a more efficient use o f labour input (less labour hoarding), resulting in 
a lower labour demand in the short run but an increase in the longer run.
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A recent ETUI-publication on the flexibility of working time states that practice 
shows that part-time work has not contributed to a reducuon of the level of unemploy­
ment. That is why the trade union movement does not consider part-time work as a 
measure against unemployment and so that it cannot be presented as an alternative for 
working time reduction. Trade unions, moreover, think that part-time work cannot 
provide an individual or household with an adequate income. As such, they do not 
consider, unlike the reduction of working hours, part-time work as a generalised 
measure, as a means of fighting unemployment by the creation of full-time jobs 
generating adequate levels of income for workers (ETUI, 1986, p. 68). The promotion 
of part-time employment contributes to the reduction in unemployment when the 
average number of hours worked by the active people is reduced; ceteris paribus this 
results in the hiring of additional employees at a given level of economic activity. 
According to Jallade (1984) for the growth of part-time work to have a significant 
effect on unemployment, at least three conditions must be satisfied. Firsdy, those 
recruited must have been seeking work. This is not always the case because the creation 
of part-time jobs can attract economically inactive people into the labour market 
(additional worker effect). This will have the effect of increasing the level of persons 
employed, but it will not reduce unemployment. Secondly, many women who are 
currently inactive are simply discouraged workers. If the spread of part-time work could 
reduce this hidden unemployment, figures remain unchanged as a result. High percen­
tages of part-time work tend to be associated with above average labour force participa­
tion rates for women; when participation rates are translated into full-time equivalents, 
their variability across countries is sharply reduced. This observation suggests that 
promoting part-time work could increase participation rates, so that the increased 
employment would not be matched by a commensurate fall in unemployment; nor 
would it be matched by a commensurate increase in aggregate labour input (Drèze, 
1985, p. 31). In a wider welfare sense it is arguably unjust to treat an unregistered 
unemployed person less favourably than someone who is officially unemployed (Cf. 
Hart, 1984, p. 79). Indeed, through lack of social security and other unemployment 
benefits, the former’s plight may be considerably worse than that of the latter. Thirdly, 
if part-time work is to lead to a reduction of unemployment, those seeking work must 
possess the skills required.
The mentioned conditions which should apply in order for part-time work to have 
an effect on unemployment also apply to a general reduction of working time. Calcu- 
lated effects of working time reduction on the unemployment rate by means of macro­
economic models must be regarded as overestimated for the same reasons. The real 
unused stock of labour resources is considerably larger than the registered unemploy­
ment. This has to be attributed to the discouraged worker effect and to the fact that 
in some countries not all unemployed are registered. A working time reduction would 
activate a part of this potential non-registered labour force. On top of this effect, an 
increase in labour supply has to be expected due to the fact that real income per salary- 
earner diminishes when wages are reduced proportionally to the working time reduc­
tion (encouragement and additional worker effect). Another consequence of decreasing 
real income per salary-earner is the likely increase in people taking second jobs and 
moonlighting (See Subsection 4.4.4). A third phenomenon that may affect the unem­
ployment effect of working time reduction concerns qualitative discrepancies on the 
labour market resulting in matching problems. As a result the impact of working time
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reduction on the unemployment rate is only marginal (Kok and De Neubourg, 1986, 
pp. 39-40). In all cases, the reduction of working time had less of an employment 
effect than anticipated by trade unions, even if that employment effect is itself difficult 
to measure. A work week reduction without a full wage compensation is likely to have 
the largest employment effect. The most common response by small enterprises is to 
reduce production and production capacity (Van Ginneken, 1984). These condusions 
are based on European macroeconomic models. Simulations using microeconomic 
models show even more limited employment and unemployment responses in Europe: 
employment remained the same or dropped (See Hart, 1988; 1989).
The job creation potential of a small cut in weekly hours is likely to be significandy 
less than other possible changes, such as the greater development of voluntary part-time 
working and the extension of provisions for flexible and phased retirement (Hart, 
1984). At the micro level the filling of vacant hours is the key variable, if one questions 
whether shorter working hours have any importance with regard to the unemployment 
problem. Empirical findings for the Netherlands show that the factual percentages of 
refill are low (50% or less) (Dercksen and Soeters, 1986, pp. 111-112). Empirical 
research on refilling related to the introduction of part-time work in the public service 
sector shows that this is close to 100% (Delsen, 1986b). Moreover, since the unit of 
consumption and decision making is usually the household rather than the individual, 
an extra wage-earner in the household will have an effect on the behaviour of other 
family-members when it comes to demanding work and so supplying labour. The extra 
income earned may prompt other members not to look for work. A young person 
might continue his education, or the other partner can take advantage of this oppor- 
tunity and give up overtime work. Part-time employment has also been used as a 
means to avoid lay-offs. Unemployment will be less measured in persons, it allows 
certain groups in the labour market to participate and to remain in employment, i.e. 
it contributes to avoiding hysteresis in the labour market.
4.4.4 Informal Work
Govemments’, employers’ and workers’ organisations oppose informal work. It is seen 
as a form of unfair competition that could undermine the formal sector. Part-time 
work is sometimes blamed for fostering the growth of the informal economy. Part-time 
work provides the individual with social cover while allowing him time for “off-the- 
job” activities. However, it can be argued that neither from the supply-side nor from 
the demand-side of the labour market the promotion of “regular” part-time work is an 
incentive for more informal activities. On the contrary, the promotion of part-time 
work may contribute to limiting (the growth of) the informal sector. To start with the 
supply-side, moonlighting is above all a matter of financial motivation. The majority 
of the moonlighters are male full-timers (Alden, 1982; De Grazia, 1983; Delsen, 1988). 
Also part-time employment offers the opportunity to improve the financial situation. 
Moreover, it would be highly surprising for a married woman with dependent children 
working part-time to use her free time for work on the side. The motivations of other 
categories of part-time workers such as young people (students), older workers or the 
disabled are also such as to exclude moonlighting. If part-time employment gains in 
popularity among adult male workers this does not result in more moonlighting either, 
for in the case of part-time work in the true sense of the term, the worker is prepared 
to pay the price for free time in the form of a drop of income. Thus, not only the
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personal characteristics of the supplier of both types of labour differ, they also respond 
to very different motivation. Contrary to regular part-time work, flexible work and 
informal work are, seen from the supply-side of the labour market, complementary. 
They coincide with the same group of workers in the labour market, people with a 
weak labour market position.
Seen from the demand-side of the labour market part-time, temporary and informal 
work provide for the same need, that is the reduction of the costs and enlargement of 
the flexibility of the organisation, and may be seen as a substitute rather than comple­
mentary work. Thus promoting part-time work and restricting informal work are 
complementary policies. Collective working time reduction creating unwanted decreases 
in income, and flexible working arrangements creating income uncertainties, however, 
may well be an incentive for informal activities (Delsen, 1988). The unemployment 
effects of working time reduction may be ofïset -  as an empirical study for the United 
States of America shows -  by supplementary moonlighting; there are circumstances in 
which the offset will exceed the primary effect (Kok and De Neubourg, 1986, p. 40).
In Table 4.2 for selected OECD countries data are presented on the size of the 
informal economy in the 1970s. From this table it can be seen that the size of the 
informal economy varies considerably between countries. However, most importantly, 
there are very large margins within the estimated levels of the informal sector. The 
estimated volume of the informal sector largely depends on the estimation method 
applied, and hence no hard conclusions can be drawn on the size of the informal sector 
in a country. Comparison of Tables 4.1 and 4.2 learns that higher union density 
countries do not have larger informal economies. Another tentative conclusion is that 
centralised and highly regulated countries do not have higher proportion of informal
Table 4.2 Estimates of the size of the informal economy (% ofGDP) in the 1970s in 
selected OECD countries
Size of the informal economy Year(s)
Austria 3.8; 8.9 1976; 1978
Belgium 11.0-20.8 1970; 1978; 1980
Canada 5.0-23.6 1976; 1978; 1980
Denmark 6.0; 11.8 1974/1975; 1978
Finland 7.6 1978
France 6.7-23.2 1965; 1978; 1979
Germany 3.7-27.0 1968;1974;1978;1980
Ireland 7.2; 8 1978; 1980
Italy 11.4; 14.0-33 1977; 1978; 1979
Japan 4.1 1978
Netherlands 4.0-7.0; 9.6 1977-1979; 1981; 1978
Norway 2.3-9.2 1978-1980; 1982; 1983
Spain 6.5; 23 1978
Sweden 0.5-13.2 1970; 1976; 1978-1980
Switzerland 2.7-15.1 1975; 1978; 1980
United Kingdom 2-15 1970; 1977-1980
United States 4-28 1976-1982
Source: Boeschoten and Fase, 1984.
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work than decentralised and less regulated countries. However, the prohibition of 
certain forms of atypical work may imply a shift from legal to illegal or semi legal 
forms of work. The latter can be illustrated by Greece, Italy and Sweden. In these 
countries temporary work is highly regulated, while having a considerable amount of 
informal temporary work. In Italy also informal part-time employment is relatively 
high, while formal part-time employment is low, as came forward from Chapter 2. In 
part this is related to legislation too (See Chapter 5).
4.4.5 Humanisation of Work
Trade union organisations continue to regard a reduction of working time as the single 
form of work reorganisation most likely to improve both the employment situation and 
the working and living condition of wage-earners and their families (ETUI, 1986, p. 
9; ETUI, 1988, Annex 3). This improvement in the working conditions may, however, 
not always be reached. A reduction in working may increase the work pressure (LTD, 
1987). Also part-time and temporary work may promote the humanisation of work in 
the sense that it enables the individual worker to bring into agreement its preferences 
concerning the number of hours to work with the factual hours worked. Burchell
(1989) concludes that temporary jobs are often the result of involuntary job quits, and 
are also associated with other negative labour market experiences such as periods of 
unemployment or downgrading of skill and status, most of which are also psychologi- 
cally damaging. The psychological effects of unemployment suggest that there are many 
parallels between the effects of unemployment and the effects of temporary employ­
ment. In particular, it is the insecurity and inability to plan for the fiiture that makes 
them both such stressful experiences. It is these psychological factors that are probably 
the primary threat to workers in temporary employment. Many of the psychologically 
damaging features of temporary work, e.g. lower security, also apply to many part-time 
jobs. However, part-time workers on average are not less satisfied with their jobs than 
other groups of workers. The majority of the part-time workers are voluntary part-time 
workers, while most temporary work is involuntary (See also Chapter 2). In Chapters
3 it was argued that the promotion of permanent part-time work results in a reduction 
of the volume of involuntary and undesirable temporary work for they both provide 
for the same needs at company level.
Part-time work offers married women the opportunity to combine paid work and 
household work, and to improve their financial position. Research in West Germany 
and the Netherlands shows that a considerable part (60%) of female part-time workers 
would have to leave the labour force if part-time employment opportunities were no 
longer available (See Delsen, 1986a, p. 42). The Swedish unions have conducted a 
campaign to persuade employers to make it easier for managers to work part-time. One 
major reason for this attitude has been the realisation that part-time work may play an 
important role in enhancing the quality of family life (Hart, 1984). Part-time work also 
offers men and non-married women the opportunity to attend school. Part-time work 
is furthermore of interest to persons who are temporarily or permanently looking for 
a job with individually reduced working hours and could be a particularly valuable 
instrument for reducing youth unemployment by designing jobs for younger workers 
and thus to help them participate in working life while possibly continuing education 
and training. In this context the job-sharing model can be of particular use. The 
national partial pension scheme in Sweden, proposed by the Union of Metalworkers,
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was introduced in order to improve the quality of (working) life. It is a step forward 
as far as the increased humanisation of work is concerned. Gradual retirement, implies 
an increase in the freedom of choice regarding retirement age (early and deferred 
pensioning) as well as work effort, compared with the limited work-not work alter- 
native only available now for older workers in most countries. The introduction of 
part-time work is preventive. It offers (older) workers the opportunity to retain their 
jobs. Gradual retirement reduces the professional burden of older workers. This will 
prevent the overloading of older workers: it enables older workers in poor health to 
reduce their working hours but remain in the labour force. Some cases of premature 
termination of work due to disability will no longer occur if the person concerned is 
offered a part-time job. Adapted work is of importance for limiting prolonged absentee­
ism and the working disability. Among the present disabled many would be willing and 
able to accept a (part-time) job, if a suitable job was available.8 Empirical evidence in 
Europe, Japan and the United States shows that gradual retirement reduces the sickness 
absenteeism and the full disability claims, i.e. increases the labour utilisation rate and 
hence efïèctive labour supply (See Delsen, 1987; 1993c). Until now only the Swedish 
national partial pension system has proved to be successful. The Swedish scheme was 
proposed by the Union of Metal workers. The national schemes in the other European 
countries have, so far, failed. This failure may pardy be attributed to lack of social 
consensus on the advantages, e.g. in Denmark (Danish LO) and West Germany 
(German Trade Union Confederation (DGB)) the trade unions oppose the recendy 
introduced national schemes. On the other hand in Germany in the past collective 
agreements on gradual retirement have been concluded in the tobacco industry (1978) 
and the chemical industry (1985). In the Netherlands various sectoral part-time early 
retirement schemes have also been introduced recently. There are indications of 
potential great interest in gradual retirement among older workers in Europe, Japan as 
well as North America; various surveys show that between 40 and 80% of the respon- 
dents are in favour of such an option. This interest is confirmed by the high rates of 
part-time employment among older workers and the positive experience of the partial 
pension scheme in Sweden (See Sarfati and Kobrin, 1988; Delsen, 1990a; 1993a) (See 
also Chapter 2). For a major part of the disabled, part-time work is the only way to 
take part in the labour process. Moreover, part-time work allows those who have not 
had work experience or who have been out of work for a considerable time to become 
acquainted with the world of work, and possibly move on to a full-time job. Thus, the 
promotion of part-time employment can contribute to the integration of disabled 
workers into open employment (Delsen, 1989).
Employees, male as well as female, in Europe prefer a part-time job between 20 and 
40 hours. A European employee survey showed that there is an untapped potential for 
part-time jobs. In 1985, about one third of the full-time workers want to work less 
hours, even if this meant a loss of pay (Nerb, 1986). According to the 1989 survey 
21% of the full-time in the European Community would prefer a part-time job, and
8 For instance, in the Netherlands 90%  o f the occupationally disabled would accept work 
immediately i f  a job came their way. Estimates o f the size o f the hidden unemployment in the 
Dutch disability insurance vary between 15 to 50%  o f all beneficiaries (See Delsen and Klosse, 
1992).
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30% of the part-time employees would rather have a full-time job, making up an 
additional job potential of 3.5% (Devilliers et aL, 1991). Also in Canada about one 
third of the workers would be willing to take a cut in pay in order to have more time 
off (Warme et aL, 1992, p. 316). In the United States around 7% of the full-timers 
prefer a part-time job, while around 25% of the part-time prefer to work more hours 
(Tilly, 1989, p. 277).
4.5 C O N C L U SIO N S
Trade unions oppose part-time and temporary work. In Europe and Japan trade union 
are in favour of regulation of part-time and temporary work by the government. In 
North America trade unions try to limit the recourse to atypical irregular work by 
means of collective bargaining. On the other hand in all three economic blocks trade 
unions did not do much to protect and organise these workers. In fact, in Japan trade 
unions are a major barrier for equal treatment of these workers. This may be an 
incentive for employers to use atypical employment. However, the part-time and 
temporary rates decrease with firm size. In part this is related to the higher unionisation 
rate. The influence of trade unions and insiders on the use of atypical employment, i.e. 
part-time and temporary employment still is an empirical question. This will be 
addressed in Chapter 6.
Although both forms of flexible work are treated equally by trade unions, that is 
they are rejected, this attitude does not seem an adequate response. The preceding 
comparison shows that part-time work and general working time reduction produce 
similar effects. The promotion of part-time work is even more in line with the central 
aim of trade union organisations, the creation of secure new and additional employ­
ment. From previous sections it may also be concluded that related to part-time and 
temporary work there are differences in attitude between trade unions and their 
members. To some extent trade union policy differs from or even counters employees’ 
wants. These differences in policies applied and attitudes are in line with what the 
insider-outsider theory predicts. At the micro level the insiders interests prevail. This 
is certainly the case in Western Europe where employment protection for permanent 
still is high and where the negotiations are dominated by the insiders (permanent full­
time workers), who pursue their own interest, disregarding the employment prospects 
of unemployed outsiders and employees on temporary contracts. The latter bear the 
brunt of employment adjustment. This policy result in a segmented, i.e. dual internal 
labour market. In this sense, encouraging turnover rates and reducing turnover costs 
do not reduce, but increase the power of the insiders. Wage claims of the insiders are 
at the expense of employment. Moreover, this full-time work oriented policy results in 
a permanent exclusion of certain categories of workers, i.e. a segmented external labour 
market. At the macro, i.e. national level trade unions in Europe, Japan and the United 
States show more concern about the position of temporary workers. They ask for legal 
prohibition. The growth of part-time work and temporary work is part of a gradual but 
irreversible trend. Trade unions policy may need to adapt to these new and flexible 
patterns of working time. The extent to which the unions will take into account what 
has changed in the expectations and the behaviour of workers in revising their strat- 
egies, will be decisive for the future of unionism. Trade unions, as democratic institu-
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tions, will need to overcome their distrust of this type of employment and turn their 
energies to defending the rights of temporary workers and to promoting part-time 
work. The effect of the diffiision of non-standard employment would be less adverse 
for labour if temporary, part-time and irregular workers became the object of active 
trade union protection.
One may ask if the present structure of the trade unions is suitable for representing 
the interest of flexible workers. During the past negotiations over a reduction of 
working hours decisions have been taken at company level rather than at national level. 
In the negotiations at firm level the interests of the present and represented personnel 
members will be looked after in the first place. Participation by personnel on atypical 
labour contracts -  part-time and temporary workers -  is mostly low at firm level. This 
low participation is partly caused by the legal exclusion of workers on small part-time 
jobs and those on temporary contracts from election rights to the works councils. It 
may not be expected that the interests of atypical workers are looked after by trade 
unions and works councils. The present sectoral division of the trade union structure 
no longer complies with the flexibility of large groups of employees. Other decision- 
making structures than the present one within the trade union are needed to offer 
flexible employees the opportunity to influence that decision-making process. The 
biggest problem for the trade unions is of course to integrate the interest of all these 
groups intö one policy. Two strategies may be mentioned here: separate unions for 
part-time workers, temporary workers, disability beneficiaries, etc., irrespective of the 
sector in which they work; and the single federation of unions in which the present 
sectoral structure no longer exists. In the latter every target group (e.g. part-time 
workers, old-age pensioners, the unemployed etc.) has its own project team looking 
after its specific needs within the trade unions. -Workers on atypical employment 
contracts and women are still underrepresented in trade unions. Improving women’s 
access to decision-making is of importance.
From the foregone, it may also be concluded that the data on organisation rates of 
part-time and temporary workers are limited and fragmented. Most unions do not 
differentiate their membership into forms of contract. Contributions are often related 
to the wages of employees; in these cases the share of part-time workers in total 
membership is traceable for a number of unions. Because those who receive benefits 
also pay lower contributions, data are not very reliable. Data on organisation rates of 
temporary workers are hardly available. However, insight into the membership of 
atypical workers is a condition sine qua non for an appropriate policy. Another con­
clusion that can be drawn is that the female trade union membership in general and 
the organisation rates of employees on atypical employment contracts specificly, 
although rising, still are low. In fact, the growth of atypical employment could be a 
significant cause for the low and declining organisation rates in the 1980s. In general 
terms trade union membership of part-time workers is between half and one third of 
full-time workers. The organisation rate of temporary workers is even much lower. In 
part this is the result of trade union policy and the negative attitude towards atypical 
employment relations. The Scandinavian countries are an exception to the rule. These 
countries are characterised by high shares of females in total membership as well as 
high unionisation rates of part-time and temporary workers. The challenge for unions 
is to organise the new entrants in the labour market. In its search for new approaches 
and initiatives, trade unions must cope with part-time work and recent forms of
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insecure work, such as temporary work, on call contracts and minimum time contracts. 
Flexible labour contracts are here to stay. A change in the present registration policy 
by trade unions is needed. Only to a limited extent the workers’ contribution paid to 
trade unions depends on the form of contract. The only differentiation made is a wage 
related contribution. Further differentiation is desirable to take away the financial 
threshold to organise, for instance by linking the contribution to the actual hours 
worked, combined with a differentiation according to economic sector or the wage 
level. A weighing of factors is possible. An automatic reduction of contributions to 
trade unions from the wages could also contribute to an higher organisation rate.
CHAPTER 5
Atypical Employment and Governments Policy
5.1 IN T R O D U C T IO N
This chapter analyses governments policy towards atypical employment, i.e. part-time 
employment and temporary employment in the OECD Member States in the 1970s  
and 1980S.1 This chapter is organised as follows. First, in Section 5.2, the measures 
taken by the various governments in the OECD area to promote part-time work are 
reviewed and evaluated. Next, in Section 5.3, the changes in employment security 
legislation and the effectiveness of the adopted measures are discussed. A comparison 
is made between the three economic blocks, Europe, Japan and the United States. The 
measures taken by the various governments to promote temporary work are discussed 
in Section 5.4. Section 5.5 deals with the impact on part-time and temporary employ­
ment of the establishment of the European internal market and the directives on 
atypical employment adopted by the European Commission. Conclusions are drawn 
in Section 5.6.
5.2 PR O M O T IO N  O F PA R T -T IM E W O RK
5.2.1 Labour Law
In Europe the broad thrust of policy regimes for part-time work has been to provide 
equality under the law for part- and full-time employment (See Robinson, 1984; EIRR, 
137, 1985). Also in the United States state and federal legislation calls for inclusion of 
part-time and temporary employees on a pro rata basis in pension and health benefits, 
as well as its costs, ofFered to regular full-time employees (Olmsted and Smith, 1989, 
pp. 77-78). In Japan, part-time workers benefit from general security coverage 
(Emerson, 1988), The principle of equality means assurance of equal basic pay per 
hour for comparable jobs, equal rights under employment protection law, and the 
requirement of social security coverage. Despite these policy regimes, numerous studies 
for the United States, Japan as well as for various European countries show that part­
time workers’ wages and fringe benefits, notably those in small and low paid part-time 
jobs, are often lower than those for full-time workers. Part-time workers are also often 
not covered by protection against dismissal (Seejallade, 1982; Delsen, 1986a; Kravari- 
tou-Manitakis, 1988; Sarfati and Kobrin, 1988; Ehrenberg et al, 1988; Hamermesh, 
1988; Buechtemann and Quack, 1989; Marshall, 1989; Warme et aL, 1992; Inohara, 
1990; Koshiro, 1992; Buechtemann, 1993).
i The action o f governments in their capacity as employer will not be dealt with here. See for 
instance Rodgers and Rodgers (1989), Hohenberger et aL (1989) and Maier (1992).
Table 5.1 Legalposition of part-time employment





Right to full-time 
work
Austria no specific law written no requirement for 
proportional pay
> normal weekly 
hours
< 1/5 of normal 
working hours —
o no legal provision
Belgium law of 30-3-1990 written o employee has to 
agree
0 included those 
working less than 
75% of normal 
hours counted as 
half
priority for new re- 
cruitment
Denmark no statutoiy provi- 
sions
>15 hours written 
contract
no legal provision no legal provision <15 hours 
weekly —
o no legal provision
Finland no statutoiy provi- 
sions
written no legal provision > full-time hours o o priority for new 
recruitment
France specific law defin- 
ing part-time as less 
than 4/5 of normal 
hours
written o premiums after > 
full-time hours




no specific form o > fidl-time hours < 45 hours per 
month -
o employer must take 
account of 
employee wishes to 
work full-time
Greece no specific pro V i­
sion
no specific form o > full-time hours o o priority right to full 
time vacancy
Ireland law of 1990 > 18 hours weekly 
written contract
no requirement for 
proportional pay
> full-time hours < 8 hours weekly 
and service of 13 
weeks -
not included no legal provision
Italy no specific legal 
provision





Japan no specific law written for those on veiy 
short working 
hours -
> normal hours o no leg^ l provision
Luxembourg no specific legal 
provision
no specific form 0 > normal hours 0 fully those working 
> 24 hours; other- 
wise not induded
no legal provision
Netherlands no specific legal 
provision
no specific form o > full-time hours domestic workers 
working less than 3 
hours weekly -
induded only those 
working more than 
113 of normal hours
no legal provision
Norway no statutoty provi­
sion
written no requirement for 
proportional pay
> full-time hours o 0 no legal provision
Portugal no specific legal 
provision
no specific form o o 0 o priority for new re- 
cruitment
Spain specific law defin- 
ing part-time as less 
than 2/3 of normal 
hours
written o o o induded pro rata no legal provision
Sweden no statutoiy provi­
sion
written o no provision; col­
lective agreements
o o no legal provision
United Kingdom no specific legal 
provision
> 16 hours written 
evidence
no requirement for 
proportional pay
no provision < 8 hours weekly; 
16 hours for less 
than 5 years -
0 no legal provision
United States no specific legal 
provision
no specific form no requirement for 
proportional pay
> full-time hours - o no legal provision
-  Not covered; difference with full-time employment. 
o No difference with full-time employment.








Existing regulations vary considerably between countries. Table 5.1 summarises the 
legal position of part-time employment in a number of European countries, Japan and 
the United States. Some legislation explicitly excludes workers who work less than a 
specified number of hours. In Japan, part-time workers often do not benefit from 
employment protection rules as in the case of regular and life-time jobs. They often do 
not receive bonus payments either. Payment of minimum wages are not required for 
workers on very short working hours (Emerson, 1988; Sarfati and Kobrin, 1988). In 
most of the European countries part-time and full-time workers enjoy the same 
protection against dismissal and the same rights with regard to notice periods and 
redundancy pay. Since March 1991, in Ireland, all protective legislation is extended to 
all employees normally working no less than 8 (was at least 18) hours per week and 
having continuous service for at least 13 weeks. For protection against unfair dismissal 
one year continuous employment is required. A six months contract is required to 
qualify for maternity leave. In the United Kingdom, those working at least 8 hours for 
more than five years, or more than 16 hours per week if they have less than five years 
of seniority are entitled to a minimum period of notice and redundancy pay in the 
event of dismissal. In Austria protection against dismissal is connected to regular work 
of more than 8 hours per week. In Denmark part-time employees must work at least 
15 hours per week to enjoy the same employment security as full-time workers. Most 
of the European countries provide proportional pay and allowance for part-time 
workers in their legislation. In Ireland, the United Kingdom and the United States, 
there is no legal requirement for proportional pay. In the Nordic countries Denmark, 
Finland, Sweden and Norway pay and allowance issues are left to collective bargaining. 
The majority of European countries make no distinction between full-time and part­
time workers with regard to workers representation. However, there are a few excep- 
tions here too. In Ireland only full-time workers have the right to vote and stand for 
election; in the Netherlands only those workers working more than one third of the 
normal full-time working hours2; in Norway only those with at least 50% of the full­
time working hours. In Japan, the United States and most of the European countries 
part-time workers are counted as full-time as far as company size thresholds for worker 
representation are concerned; in Ireland they are not included, in France and Spain 
they are pro rata included, while the Benelux countries operate a threshold. In Japan, 
Austria, Belgium, Finland, France, Italy, Norway, Spain and Sweden part-time workers 
have a right to a written employment contract, indicating the number of working 
hours, the working times and a limitation of the amount and the remuneration of 
overtime. Denmark, Ireland and the United Kingdom operate a 15-18 hours threshold. 
In the other countries no specific form is required.3 Part-time workers in Japan, the 
United States and most European countries are required to work beyond normal full­
time hours, in legislation to receive overtime pay. In Belgium and France, extra hours
2 In the Netherlands, until recendy, also the statutory minimum wage and the minimum 
holiday allowance were not compulsory for employees working less than one third o f the normal 
full-time working hours. This threshold was abolished on January 1, 1993.
3 To comply with EC regulation, in the Netherlands, in a draft Bill, which has now been 
passed to the Council o f State for advice, the duty o f employers.is laid down to provide employees 
with written information about their employment contract. This is particularly important for 
people who work on flexible contracts (See Delsen, 1993a).
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can only be worked if the part-time workers agree. In Italy part-time workers cannot 
work overtime. In Japan, part-timers working less than four days a week or less than 
216 days per year are proportionally entitled to annual paid leave. Also in most 
European countries part-time workers receive proportional annual leave. In some 
countries the number of holidays for part-time workers equals those of full-time 
workers implying a relative advantage for temporary and part-time workers, e.g. 
Luxembourg, Norway and Portugal. Thresholds for working hours apply in Finland, 
Ireland and Sweden. In the United States there are no legal provisions on annual leave. 
In Japan, the United States and half of the European countries no legal provision on 
a right to full-time work exists. In Belgium, Finland, France, Germany, Greece, Italy, 
and Norway there is some priority in recruitment. The Japanese government is in 
favour of granting employment priority when a full-time post becomes available.
“Marginal” part-time workers are also excluded from certain rights within collective 
agreements, especially those rights that exceed the legally guaranteed minimum, such 
as additional wages and bonuses, additional paid holidays and special premiums 
(overtime, night-shift). The legislation on collective bargaining in Denmark, France, 
the Federal Republic of Germany and the United Kingdom permit the exclusion of 
part-time employees from collective agreements or their coverage on disadvantages 
terms below those stated in the law. Moreover, a considerable number of part-time 
workers have a temporary job. This means that they are also excluded from rights based 
on seniority (Konle-Seidl et aL, 1990; Maier, 1989; 1992). Evidence suggests that 
partial coverage by job security legislation, i.e. the exclusion from certain rights 
encourages the growth of “marginal” part-time work, and results in a more segmented 
labour market: rigid job security requirements covering high-paid, senior full-time 
workers in large firms on the one side and more flexible, with part-time, low-paid, 
insecure workers in small business on the other (See Hamermesh, 1988).
Related to flexible part-time work recendy legal provisions have been introduced to 
oudaw excesses. For on call contracts (KAPOVAZ) in Germany, it is legally required 
that a certain number of weekly working hours has to be agreed in advance. If an 
agreement is absent the weekly working time is ten hours. The employee is obliged to 
work only if the employer notifies him/her at least four days in advance about the work 
schedule. If the daily hours are not set, the minimum duration is three consecutive 
hours per call. In France on call contracts are only possible when it is allowed by 
collective agreement, implying that seasonal work on call is ruled out. The written 
contract has to contain certain statements related to pay, minimum yearly work etc., 
so a minimum wage guaranty is assured to on call workers. In Belgium, as a result of 
the failure of employers and trade unions to reach a new agreement, the government 
has taken legal measures to deal with flexible part-time work and on call labour 
contracts. The aim of the new legislation is to regulate these forms of work, outlawing 
excesses, while still allowing a degree of flexibility, and to make savings in social 
security expenditure {EIRR, April 1990, p. 18). The main new measures are: a mini­
mum working time of three hours per on call work period; a minimum weekly 
working time of one third of the normal working week in the same company or sector; 
successive employment contracts for a fixed-term, or to perform a fixed amount of 
work, will now be considered as a single open-ended contract. Exceptions are only 
possible through collective agreement or royal decree. This is the first time that a 
minimum -  rather than a maximum -  working time has been set in Belgium, and
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quite possibly in Western Europe. The possibility for employers to argue that such 
contracts were necessary because of the nature of their business has now been dis- 
allowed. This provision will make the use of on call labour contracts almost impossible. 
The legal position of flexible part-time work has now been firmly established. The new 
law stipulates that part-time work must not necessarily be for the same number of 
hours every week, but may vary as long as the agreed average weekly working time is 
not exceeded over a three months period. By royal decree, part-timers are entided to 
receive overtime payments of 150% for hours worked more than three above the 
average. The new law also attempts to establish greater control over the actual hours 
worked by part-timers by obliging employers to establish and maintain the roster of all 
part-time workers. Part-time employees now have an explicidy stated right to priority 
treatment in respect of full-time positions which become vacant in the company in 
which they work. In the case of part-time workers who are also claiming part-time 
unemployment benefit, any refosal to take up such an offer must be reported to the 
employment office, which may then suspend or reduce that worker’s right to benefit. 
The main objective o f this measure is to reduce the amount of unemployment benefits 
paid. The latter is also the aim of the legisladon against part-time work, that has 
recendy been proposed in Sweden (See Chapter 7). As in Belgium, in the Netherlands 
the number of collective agreements dealing with flexible employment is very limited. 
In recent years, however, trade unions introduced this subject in the collective bargain­
ing. On call contracts are prohibited in a very limited number of agreements. Recendy, 
the Dutch Minister of Social Affairs asked the National Social and Economic Council 
for advise on a legal provision on flexible employment relations. lts aim is to outlaw 
excesses, as in Belgium. This provision will be less far reaching than those in Belgium 
and France. The core of the legal provision is that for on call labour that has agreed 
to be available on call, without the assurance of bcing called on, the employer is 
obliged to pay a wage of 20 hours for every month the employment relations existed. 
The minimum amount to be paid is Dfl. 150,—. The legal provision will not apply for 
contracts in which a fixed number of working hours is stated (Konle-Seidl et al., 1990; 
Delsen, 1990a; 1993a). A more far reaching policy to improve the status of atypical 
employment would be the provision of a guaranteed basic income.
5.2.2 Social Security
Social security schemes, despite some adjustments, hinder the expansion of part-time 
working. Some of these obstacles to part-time employment stem from the method of 
financing social security, and especially of calculating contributions (See Subsection
5.2.8); others have to do with the qualifying conditions for benefits and the methods 
of calculating their amount. This section deals with the latter. Atypical employees are 
often not in a position to fulfil the minimum requirements for affiliation and prior 
contributions during the reference period which all social security systems finally 
specify. Under these conditions, there is a discrimination in rights, particularly to an 
unemployment allowance, but also to an illness allowance, a maternity allowance, a 
disability allowance, as well as the right to a retirement pension (See Table 5.2). The 
social security systems in most of the European countries as well as Japan, the United 
States and Canada specify certain minimum requirements, e.g. minimum period of 
employment; minimum level of remuneration, minimum number of hours worked 
and/or minimum period of prior contribution (EIRR, 137, 1985; Euzéby, 1988;
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Hamermesh, 1988; Hohenberger et al., 1989; ILO, 1989; Maier, 1989; 1992; Warme 
et aL, 1992; Koshiro, 1992; Buechtemann, 1993). The only exceptions being Italy, 
Greece and Spain. In these countries part-time workers receive social security benefits 
proportionate to those of full-time workers, which is partly established through 
collective agreements. In Spain, to promote part-time work, the 1984 law calls for the 
application of the principle of equality and proportionality between part-time and full­
time workers (Kravaritou-Manitakis 1988, Euzéby 1988). In France the legal provision 
to achieve equalisation of part-time and full-time work with regard to social security 
significandy improved the status of the former. This led to a sharp increase in the 
demand for part-time work (Commission of the European Communities, 1988, p. 28). 
This may also be expected to be the case in Japan, after the legal changes in 1985, 
induding a right to a written contract and paid holidays etc. (See Sarfati and Kobrin, 
1988, p. 266). In Japan, part-time workers working less than 22 hours weekly or less 
than 75% of normal working hours, or earning less than ¥900,00 per year do not 
benefit from unemployment insurance.
Low paid part-time jobs and short-term temporary jobs are exduded from coverage 
by the various social security systems. The coverage by benefits increases with the 
number of hours worked. The minimum requirements vary considerably between 
countries and within a country between the various social security provisions (See Table 
5.2). Related to sickness insurance most European countries apply either a working 
time and/or earning thresholds. In Japan there is no distinction here. Some of these 
thresholds create special problems for those part-time workers whose working hours are 
not regularly distributed over the week or month. Workers may be ineligible even if 
they work on average above the threshold but not during the qualifying period, for 
example in Denmark, France or the Federal Republic o f Germany. In Belgium the 
threshold for entidement to sickness insurance is more favourable to irregular part-time 
workers. In most of the European countries the amount o f sick pay is calculated on the 
basis o f the average income received during a certain period before sick leave. This may 
be disadvantageous to those with irregular schedules and income. Longer periods for 
income calculation, e.g. 12 months in Sweden, are more favourable to irregular part­
time workers.
In Spain, Greece and Italy unemployment benefits to part-time workers are propor­
tionate to full-time workers, without any threshold. In Belgium part-time workers may 
even receive the same unemployment benefit as full-time workers.4 In Austria and 
Norway only is there an income threshold. In Norway the income threshold for 
gaining access to unemployment benefits can easily be reached, even by marginal part­
time workers. There are no requirements related to volume or duration of the past job. 
In countries like Japan (22), Luxembourg (20), Finland (18), Germany (18), Sweden 
(17), and Denmark (15), the minimum hours threshold is relatively high. In Luxem­
bourg workers who work less than 20 hours receive no unemployment compensation
4 Bclgian unemployment insurance encourages unemployed persons to take on a part-time job 
if  they cannot find fiill-time employment. In the case o f lay-off he/she will be entitled to the full 
amount. Consequently a large and increasing number o f employees work part-time in order to 
avoid unemployment; its share in total part-time employment increased from 20% in 1984 to 
more than 30% in 1990 (Bielenski et aL, 1992, pp. 20-21).
Table 5.2 Social security coverage with respect to part-time employment -  Differences in relation to full-time employment
Health insurance Unemployment
insurance
Pension entidement Maternity Disability benefit Holidays
Austria < earning threshold; 
employed < 52 weeks 
in last 24 months -
< 1/5 normal working 
hours; < minimum 
monthly eamings; 
domestic servants and 
salaried household 
staff working less than 
10 hours weekly -
< earning threshold - < 52 weeks premiums 
paid -
o
Belgium < 3 hours daily, 120 
days or 400 hours -
< 3 hours daily vol- 
untary part-time, 
except if  income 
> minimum —
< 4 hours daily - < 3 hours daily - o o
Denmark < 40 hours last 4 
weeks —
< 1 5  hours weekly 
< 1 7  hours during last 
3 weeks -
Ind. and suppl.
< 10 hours weekly -
10 hours weekly and 
minimum income -
o o
Finland < 1 month - < 1 8  hours weekly - o < 35 hours a month 
for 1 year -
France < 200 hours 3 months
< 600 hours 6 months
< 1200 hours 12 
months -
< 507 hours or 91 
days in preceding 12 
months -
o < 200 hours 3 months
< 600 hours 6 months 
Immat. < 1 0  months
< 800 hours in last 12 
months -
o
Germany < 10 or 15 hours
weekly;
< 45 hours monthly -
< 1 8  hours weekly;
< minimum monthly 
eamings -
< 1 5  hours weekly;
< minimum monthly 
eamings 470 DM  -
< 1 5  hours weekly;
< minimum income -
0 0
Greece o o o o o 0
Ireland < £  25 weekly — < £ 2 5  weekly - 0 < 8 hours weekly and 
service o f < 13 weeks
0 o




Japan o < 22 hours weekly;
< ¥  900 per year -
< 3/4 regular hours 
and < ¥  1000 -
0 0 -
Luxembourg o < 20 hours weekly - 64 hours monthly - 0 o o
Netherlands domestic workers 
< 3 days weekly -
< 5 hours weekly 
26 weeks during last 
12 months -
0 . o 0 0
Norway < 14 days;
min. annual earnings 
4,000 N Kr -
< specific income over 
3 years 22,600 NKr —
0 0 0 0
Portugal domestic services of 
< 7 hours weekly -
domestic services, 
social security subsidy 
< 36 months of work
0 o o 0
Spain o 0 o 0 o o
Sweden < minimum annual 
earnings 4,500 Skr -
< 1 7  hours weekly;
< 25 months during 
last 22 months —
o o o < 3 months;
< 60 hours -
United Kingdom minimum income for 
50 weeks -
< 8 hours weekly;
< £  46 (1989) -
minimum income
£ 4 6 -
< 8 hours weekly for 2 
years and < 16 for 5 
years —
o
United States - < number o f hours - - 0 o no provision
- Not covered; difference with full-time employment. 
o No difference with full-time employment.









because there was a concern to prevent the creation of a category of “artificial unem­
ployed”. Since March 1991, in Ireland, the obligation to contribute and the right to 
subsequent entitlement depends purely on gross pay (£25 per week) (was 18 hours). 
This brings nearly all part-time workers within the pay related social security system. 
Defining qualifying periods by minimum number of hours a week may cause disadvan- 
tages for those part-time workers with alternating or irregular work schedules unless 
long averaging periods are introduced, e.g. Denmark and France. In the United 
Kingdom part-time workers and non-permanent workers are entitled to unemployment 
benefit when their remunerations are over £46 (1989), and they have paid contribu­
tions for at least 50 weeks of the financial year, and they are searching for new employ­
ment with more than 30 hours a week. Freedom from contribution for work under a 
certain level (£46) is allowed. Jobs of under 8 hours per week are exonerated from the 
provision of employment protection law. Part-time employment, benefitting from these 
provisions has been the main growth element in aggregate employment in recent years 
(Emerson, 1988; Maier, 1989). In Austria, Norway and Sweden, the thresholds for 
gaining access to sickness insurance are so low that even part-timers with a low number 
of hours or a low income are included. In Germany part-time workers employed under 
the weekly hours and monthly income thresholds are not covered by illness and old age 
insurance and no contribution is payable. However, as soon as the hours and pay reach 
the required minimum, the contributions are payable on the totality o f the wage 
received (Maier, 1989). This impedes the sliding transition to retirement via part-time 
working and also does not necessarily promote the readiness of the unemployed to 
accept part-time jobs. Moreover, it limits the supply of part-time jobs in the field of 
skilled activities (Vogler-Ludwig 1987). In Belgium, only part-time workers working 
more than 50% of the normal full-time job have access to unemployment benefits. 
Moreover, a substantial minimum social security contribution is imposed, which may 
mean very heavy taxes on short length of working time. Also in the United States 
(Belous, 1989) the social welfare system in many cases still only incorporates the 
traditional core worker. The contingent worker may experience a significant loss in the 
value of his or her pension and may also not be eligible for other types of benefits such 
as health coverage.
Unemployment compensation may discourage the unemployed from accepting part­
time work, especially if the unemployment benefits they draw are higher than, or 
approximately equal to, the pay offered for the part-time job. Benefits are often 
calculated on the basis of the last earnings. This system is certainly advantageous in 
most cases since the last earnings are generally higher, but it constitutes an obstacle to 
the acceptance of part-time work by full-time employees threatened with unemploy­
ment or by workers who are unemployed after having held a full-time job. In both 
cases the workers suffer a reduction in their potential entitlements to unemployment 
benefit in the event of dismissal (Euzéby, 1988). To prevent this happening, and to 
enable people looking for full-time work to accept a part-time job for the time being, 
the provisions governing unemployment compensation have frequently been relaxed. 
Apart from adjusting the methods of calculating benefits for unemployed persons who 
have lost a full-time job and find themselves once again out of work after having 
accepted a part-time job, compensation may be granted for loss of earnings when the 
pay for the part-time work is less than the unemployment benefit, or — more frequently
— a person who took a part-time job to avoid unemployment may be allowed, within
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certain limits, to draw the unemployment benefit in addition to the pay for the job. 
These measures can also help to prevent moonlighting and aid the normal re-entry of 
the unemployed into occupational activity. Several European countries, e.g. Denmark, 
Belgium, Finland, France, Ireland, Netherlands, Spain, Sweden and Switzerland, have 
introduced such possibilities of partial unemployment benefit for the unemployed (See 
Euzéby, 1988, pp. 554-555).’
It may be concluded that differentiation and thresholds in employers’ and 
employees’ social security contributions constitute an incentive to create part-time jobs. 
Until now, the social security system is mainly oriented towards full-time employees 
and part-time work is considered to be a marginal phenomenon. Hohenberger et aL 
(1989) conclude in their research on the promotion of part-time work in seven 
European countries (Sweden, Norway, Great Britain, France, the Netherlands, Belgium 
and Austria) that despite the various measures taken in the field of the social security 
systems, the labour law, in collective agreements or at enterprise level, part-time work 
still is frequently harmed. This also applies in Japan and the United States (See 
Koshiro, 1992; Buechtemann 1993). The exclusion may result in fragmentation and 
more segmented labour markets; it sumulates the growth of marginal part-time jobs. 
A more individualised social security system or a disconnection of income and work 
could be a solution here (Delsen, 1986a; Kravaritou-Manitakis, 1988). The differences 
in treatment between the European countries are considerable. This may result in an 
increase o f the distortions of competition in the internal market.
5.2.3 Financial Support
Part-time work may be accompanied by an increase in the personnel costs for the 
employers and a (too large) decrease in earnings for the employees concerned. A 
(paitly) monetary compensation could remove these impediments to the promotion of 
part-time work. In the past, govemments in Western Europe have promoted part-time 
work by means of financial support of employers and employees. Experience in 
Germany, the Netherlands and the United Kingdom shows that this approach has been 
ineffective. Little use has been made of the various schemes. The number of additional 
part-time jobs induced by the financial support were even lower: employers considered 
the subsidy as a windfall that did not influence the decision to introducé or expand 
part-time work. The temporary subsidies paid to the full-time employees did not 
influence their decision to work part-time. Moreover, the part-time jobs created were 
mainly occupied by women in the traditional female professions (Casey, 1983; Weitzel 
and Hoff, 1981). Thus the promotion of part-time work by means of temporary 
financial support seems to affirm the existing patterns. This will only change when 
part-time work is more equally distributed over men and women, lower and higher 
function levels and the various economic sectors. The temporary subsidy was paid for 
part-time jobs that would have been created without it. A more effective way to create 
additional part-time jobs would be achieved by a structural reduction of marginal costs 
of the employer. For this to be accomplished, the levying of premiums of the pensions 
and employees insurances and the levying of taxes have to be altered (See also Section
5 In Sweden and Belgium these very costly “involuntary part-time employment” opportunities 
have been reduced for budgetary reasons.
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5.2.8). A one-off incentive to employees is not an effective instrument in influencing 
the choice for part-time work. Only a structural provision for the loss of income can 
provoke a voluntary choice for a part-time job. An example in this respect is the recent 
reduction of employers’ social security contribudons by 30%, in France, for either 
newly recruited part-time employees on open ended contracts (between 19 and 30 
hours per week) or at the request o f full-time workers (EIRR, 225, 1992). This 
reduction of the wedge between labour costs and net earnings is advantageous for both 
the employer and the employee.
5.2.4 Organisational Support
Apart from the availability of part-time labour supply on the external market, the 
success of introducing part-time work is highly dependent on the ideas, willingness and 
concern of the management at all levels and on the willingness of the personnel to 
volunteer to work less. Unknown, unloved. Resistance against part-time work is seldom 
based on experience. In Chapters 3 and 4 it was concluded that in the United States 
and Europe, firms as well as full-timers overestimate the disadvantages and under- 
estimate the advantages of part-time work and that case studies show that where part­
time work is introduced, the benefits outweigh the costs. In order to promote part-time 
work, govemments could provide information on its costs and benefits. But informa- 
tion alone is insufficiënt. A policy at firm level is essential to remove the existing 
opposition. An experiment carried out to promote part-time work within the non-profit 
sector in the Dutch Province of Limburg shows that the provision of information on 
the costs and benefits of part-time work and organisational support showed to be a 
clear incentive for the introduction of part-time work and the development of a policy 
of part-time work at institution level (Delsen, 1986b). In the field of information the 
following instruments were used: symposia, courses and brochures for management in 
the non-profit sector and brochures for the employees in the non-profit sector. For 
organisational support a manual was developed to give insight into the function- 
technical possibilities and organisational advantages and disadvantages of part-time work 
within an institution. With the help of the results of this diagnosis, each institution was 
in the position to draw up a plan for action towards part-time work. However, the 
kind of part-time jobs that have been created are the “traditional” part-time jobs: lower 
functions occupied by (married) women, which can be explained by the bottom-up 
approach of the experiment. In its design it was assumed that after being accustomed 
to part-time work at execution level a spread to higher levels would occur.
5.2.5 Job-sharing
Means should be found to promote part-time work in functions and branches where 
male occupations predominate, in order to break through the barrier of the largely 
female part-time labour market. Job-sharing represents a useful model in this area, for 
it can be applied at all fïinction levels. Job-sharing, the sharing of a full-time job 
between two or more workers who take a proportionate share in the remuneration and 
benefits, has its roots in North America, and is a new form of work in the European 
Community. Although the use of job-sharing still is limited, there appears to be an 
upward trend in Europe as well as the United States (Hoff, 1981; Olmsted, 1983; 
Epstein, 1986; Meager and Buchan, 1988; Olmsted and Smith, 1989; Warme et al., 
1992). Job-sharing may be seen as voluntary permanent part-time jobs, with the joint
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possession of all employment rights and benefits of the full-time job. However, it raises 
a set of legal problems. Job-sharing is not recognised by labour law in all EC Member 
States. It is accepted by the legal systems of countries such as Belgium, Ireland, the 
Netherlands and the United Kingdom, and it is not ruled out by Italian law. On the 
other hand, it is regulated in detail by the 1985 German law on employment promo­
tion, and is not classified as legal in Spain. French law has nothing to say on the 
matter. The introducdon of this new form of work only seems feasible after legislative 
action. Among EC Member States, one finds job-sharing more particularly in Ireland 
and the United Kingdom and perhaps in the Federal Republic o f Germany. Other 
countries such as Belgium, Denmark, Italy, the Netherlands, Portugal and Spain have 
this form of employment, but to a rather limited extent. One finds it also in France
— where it may be much more widespread than it seems — and in Greece, although 
here it is a very exceptional arrangement. In Europe and the United States, high rates 
of job-sharing are found in the government, followed by banking, finance, insurance, 
real estate and education (Kravaritou-Manitakis, 1988; Olmsted and Smith, 1989).
Although the impact o f job-sharing on unemployment would be minor, it could be 
used to enlarge the workforce. It is the most common means of extending part-time 
working to higher levels jobs in the United Kingdom in recent years. Job-sharing has 
undoubtedly enabled some women wanting to work part-time to work in jobs which 
are commensurate with their skills, experience and qualificadons. It has also contributed 
to the situation in which some more “responsible” jobs have been opened up to part­
time working (Beechey and Perkins, 1987; Leighton and Syrett, 1989). Meager and 
Buchan (1988) also found that job-sharing was applied in professional (but not 
managerial) occupations, but these were areas in which female and part-time workers 
are traditionally found. Job-sharing did not appear to have opened up major new 
occupational areas to part-üme workers. Also the experiences in the United States with 
job-sharing show it is one answer to employees seeking part-time work in jobs usually 
available only on a full-time basis. Unemployment, affirmative action, and phased 
retirement are the key social issues for which job-sharing may provide a partial soludon 
(Olmsted, 1983; Ronen, 1984; Olmsted and Smith, 1989). Employers resist job- 
sharing because of stereotyping of the part-time employees. Job-sharing has generally 
been introduced in a reactive fashion, responding to internal labour market pressure 
from employees wishing to work part-time, or unable to continue to work full-time 
(See Chapter 3). Hoff (1981) suggests the introduction of a job-sharing-quota-system 
to promote job-sharing by government inidally in the public sector, giving employees 
the right to job-sharing.
5.2.6 Gradual Retirement
The position of part-time workers in the old-age pension systems differs quite substan- 
tially between the OECD countries (See Table 5.2). In some countries -  Austria, 
Belgium, Germany, Japan, Luxembourg, the United Kingdom -  certain groups of 
marginal part-dme workers are excluded because of number of hours or income 
thresholds. These persons are left to other allowances or to the protection by the main 
earner as a “dependent family member” as part of a joint coverage scheme. Elsewhere, 
in France, Italy, the Netherlands, Norway, Sweden and the United Kingdom, a “social 
pension” exists, independent of whether the person has worked, based on periods of 
residence. These pensions are financed by public funds. All these countries have a
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supplementary pension scheme. These schemes again have certain thresholds — number 
of hours worked or level of income — excluding small part-time jobs. For instance, in 
the United Kingdom the majority of part-timers with less than 30 hours are excluded 
from company pensions schemes; in the Netherlands workers with wages and working 
time below a certain minimum level are excluded from participation in the main 
pension funds (PGGM and ABP); in Denmark no contributions are paid to the 
complementary pension scheme for jobs o f less than 10 hours per week. In Sweden and 
Norway the income threshold is very low (about DM 1000). In a number of OECD 
countries -  Belgium, Canada, France, the United Kingdom, the United States -  for the 
public pensions an earnings test applies. This is a disincentive to work for older 
workers, however, it may be an incentive for marginal part-time jobs.
Calculation of old-age pensions may also significandy affect part-time workers. The 
calculation of old-age pensions on the basis of the final years of activity (Greece) 
discourages older workers from shifting to part-time employment and constitutes an 
obstacle to the gradual reduction of their working time. From this point of view, the 
systems whereby pensions are calculated on the basis of occupational earnings through- 
out a person’s working life or over a fairly long reference period or one that does not 
necessarily include the final years of activity, appear to be both more equitable and 
more favourable to part-time employment for older workers. Part-time employment 
may therefore result in a reduction of pension entitlements. However, in some coun­
tries the regulations applied are favourable for part-time workers. In Italy pension 
entidements are calculated on the basis of 2% of the average wage over the last five 
years, multiplied by the number of years of insurance. In the event of a move from 
full-time to part-time employment, or vice versa, periods of part-time employment are 
counted in proportion to the time effectively worked. In a number of countries 
calculation of pensions is based on the best years. For instance, in France the best 10 
years, in Great Britain and Norway the best 20, in Sweden the best 15 and in Portugal 
the best 5 of the final 10 years. In Austria the basis for caiculating old age pensions has 
been widened to the final 10 years in 1987. In Spain the reference period was extended 
in 1985 to the final 15 years. In Finland it has been proposed to replace the latest 4 
years by the latest 10, excluding the best two and the worst two years (Euzéby, 1988; 
Hohenberger et aL, 1989; Delsen, 1993b).
An institutional way to break through the barrier of the largely female part-time 
labour market is to promote part-time work by means of the introduction of national 
legal part-time, i.e. gradual retirement scheme. A number of countries introduced a 
part-time early retirement scheme to make the present early retirement more flexible 
and to reduce total retirement cost; implying the introduction of part-time work in 
male professions and functions where this is still rare, and this will contribute to the 
acceptance of part-time work for men. The international experience with gradual 
retirement presented in Chapters 3 and 4, shows that it is advantageous for workers 
and employers. This is also true at the macro level for society as a whole. The intro­
duction of a part-time early retirement may reduce the total costs of early retirement, 
absenteeism and disability, and may also contribute to the fight against unemployment, 
by redistributing labour. Swedish practice shows that flexible and partial pensioning 
combined with varying replacement rates can change the choice o f the gainfiilly 
employed between early and late pensioning and between larger and smaller work 
effort. Flexibility in the structure of work, i.e. part-time employment can be a positive
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factor in maintaining employment activity of older workers. Also the Dutch practice 
shows that offering part-üme early retirement will considerably reduce the number of 
fidl-disability claimants, it reduces the total early retirement costs and the wage costs 
and is used to rejuvenate the personnel. Part-time employment for older workers 
contributes to reversing the downward trend in labour market participation rates of 
older workers. Gradual retirement, i.e. part-time employment for older workers 
combined with financial incentives are important instruments in coping with the 
problem of ageing and to raise the effective retirement age and hence ease fïiture 
financial problems (Delsen, 1993c).
Part-time early retirement may be applied at national, sectoral or firm level. There 
are a number of reasons why a national legal part-time early retirement scheme is to 
be preferred over a sectoral or enterprise scheme; for instance in the form of an oudine 
law in which broad lines are laid down within whose limits the social partners have 
room to manoeuvre by way of collective bargaining agreements that fit the specific 
circumstances in a certain sector of industry. In view of the general — social as well as 
economic -  interest of such a regulation a broad level of accessibility is desirable, and 
a national scheme will facilitate this broad level of accessibility. From the view point 
o f legal equality, it is also desirable that all older workers -  independent of the “acci- 
dental” employment in a certain sector o f industry or by a certain employer -  are 
offered a partial early retirement opportunity by means of a national scheme. Moreover, 
this scheme will be independent of the business cycle situation. The number of 
European countries that have introduced a national part-time early retirement scheme 
is limited. Moreover, the majority of these schemes are recent innovations. As yet only 
the Swedish system has proved to be successfid. The national part-time early retirement 
schemes in the other European countries (Denmark, Finland, France, Germany, Spain 
and the United Kingdom) have, so far, failed. This can be attributed to an 
unfavourable labour market; lack of financial incentives; rigid replacement conditions, 
and absence of social consensus (For more details on the various schemes see Delsen, 
1990a; 1993c).
The design of such a national part-time early retirement scheme is strongly deter- 
mined by its aim. From the point of view of reduction in unemployment, a part-time 
early retirement scheme placed before the full early retirement scheme is to be pre­
ferred. Such a system was recendy introduced, by the Dutch Ministry o f Internal 
Affairs, for the civil servants. State financing and the introduction of a replacement 
condition are also desirable in that case, as well as a right to partial early retirement. 
When the aims stress the reduction of early retirement costs, then a state financed 
replacement o f the full early retirement scheme by a part-time early retirement scheme 
is to be preferred.6 Such a system was recendy introduced in the Federal Republic of 
Germany. When priority is given to the humanisation of work, a state financed part­
time early retirement scheme preceding full early retirement, combined with a part-time
6 A  full closing o f the early retirement option is o f course the best guarantee o f the reduction 
o f early retirement costs. But in the light o f high unemployment rates, this isneither desirable nor 
feasible. Moreover, removing the early retirement option will have an upward pressure on the 
number o f disability benefits and/or unemployment benefits. These three may be considered 
communicating vessels (Delsen, 1993c).
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early retirement scheme next to the full early retirement scheme, supplemented by a 
right to part-time early retirement and a replacement condition, is more appropriate. 
Another factor of importance when designing a national legal part-time early retirement 
scheme is the financial consequences. For individuals and firms the financial arrange­
ments made during the phasing period, as well as the financial security offered with 
early retirement, will be crucial in determining the level of interest in and overall 
success of gradual retirement.
In Europe, Japan and the United States most pension schemes are financed on a 
pay-as-you-go basis. Due to the ageing of the populations this will result in an increas­
ing future unpaid bill or at least increasing uncertainty about the future payability of 
the pensions. A permanent solution can be found in an individualised gradual retire­
ment scheme — enabling full and partial early as well as full and partial dtferred 
retirement -  by integrating the early retirement schemes and the pension schemes and 
introducing funding to replace the pay-as-you-go system (Delsen, 1993c).7 A shift 
from pay-as-you-go towards funding enables the present pension level as well as the 
pension age to be retained, while a too high burden on the future active labour force 
will be avoided. The link between premiums paid and the entitlements will be more 
tight, creating an incentive to work more years, for early pension will imply a lower, 
actuarial reduced pension, while working more years will imply a higher pension. 
Moreover, it will make the labour market more flexible, because pension rights in the 
case of funding are “transportable”. The job mobility of (older) workers will increase 
and the future unpaid bill will be avoided. Moreover, it is better suited for the labour 
force that is becoming more and more heterogeneous and for the increasing variety in 
employment contracts, notably part-time employment and other atypical employment 
relations. However, in order to be able to profit from these potential advantages, it is 
necessary to replace the pension schemes with pensions based on final pay by a pension 
scheme based on average pay. In the latter case gradual retirement from the labour 
process will not have detrimental consequences for the older workers. It provides an 
incentive for older workers to work part-time and, moreover, to work more years and 
makes the labour market more flexible. Net savings will be the result. Indexation based 
on consumer prices instead of the wage index will imply additional future savings. The 
scheme is equally important in a tight and a slack market.
5.2.7 Part-time Parental Leave
Another institutional way to promote part-time work and to break through the 
traditional picture, is to allow for part-time work by a legal national scheme for 
parental leave. The right to part-time parental leave may be given to both parents. In 
introducing a statutory national parental leave provision, the opportunities of com- 
bining paid work and taking care of young children increase. The regulation stimulates 
the redistribution of paid and unpaid work between men and women. Part-time work
7 This scheme is in line with the EEC Council recommendations o f 1982 on the policy 
principles with regard to retirement age. These principles, which still are valid as long-term 
guidelines for the Community policy include a more flexible retirement age, the right to financial 
compensation in the case o f gradual retirement and the right to gainful employment after retire­
ment.
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may be promoted by part-time parental leave. It is conceivable that through this 
regulation the development of (temporary) forms of part-time work within organisa- 
tions will increase, even in positions where this is not yet the case. It is also expected 
that the experience with part-time work through this mechanism will result in an 
increase in interest in part-time work by both employers and employees. A right to 
part-time parental leave will promote the acceptance of part-time work, and part-time 
parental leave combined with child care facilities will promote the labour market 
participation of women with dependent children (Sundström, 1991, p. 172). Bruyn- 
Hundt and Van der Linden (1989) conclude from their comparative research that high 
proportions of female part-time employment coincide with insufficiënt child care. The 
limited child care provisions in the Netherlands, Germany and the United Kingdom 
also partly explains the relatively frequent small part-time jobs in these countries. In 
Sweden, due to the child care provisions, the number of large (>20 hours) part-time 
jobs grows, at the expense of small part-time jobs.
The number of OECD countries that have introduced a national part-time parental 
leave scheme still is limited. Most of these schemes were introduced during the past 
decade. In Finland, France, Portugal and the Netherlands parents with dependent 
children below a certain age, having worked during a certain period, have the right to 
unpaid part-time parental leave. In Portugal workers in management and executive 
positions are excluded. Most of the schemes offer the employees the right-to-work half 
of the normal working hours. Employees in Norway and Sweden have a legal right to 
paid  part-time parental leave. This is one of the reasons why part-time employment can 
be considered a “normal” element in all types of jobs (Weigelt, 1986; Maier, 1989). 
It improves the labour market participation rate and the flexibility of the labour market.
5.2.8 Tax Policy and Social Security Contributions
According to supply-side economic thinking a high level o f taxation and social security 
contributions lowers both the labour demand and the labour market participation rates 
(See Knoester, 1983; Knoester and Van der Windt, 1987). However, also the tax 
structure and the social security contribution structure may (unintentionally) signifi­
cantly affect the volume of labour supply as well as labour demand; notably the volume 
of part-time work and temporary work may be influenced.
A ceiling on the employers contributions may constitute an obstacle to part-time 
employment, since it costs an enterprise more in social security contributions to use, 
for example, two half-time employees than to use a single employee whose remuneration 
exceeds the ceiling. It also discourages the substitution of earnings of the wife for earning 
of the husband. An increasing number of European countries have abolished the existing 
ceilings: Finland, Italy, Denmark, Norway, Sweden and Belgium. Other countries have 
abolished the ceiling only in certain branches (sickness insurance in France), or have 
raised it considerably (for instance France, Federal Republic of Germany, Greece, the 
Netherlands) (Euzéby, 1988; Hohenberger et aL, 1989). Apart from simply removing 
the ceiling, there are other approaches that can eliminate its disincentive effect on part­
time employment. It could, for example, be based on hourly pay rather than on weekly, 
monthiy or annual earnings. In this case it would be neutral, since it would make the 
contributions for each worker proportional to the time worked and independent of the 
number of people performing a given volume of work. Other approaches might be to 
reimburse employers for the extra contributions they have to pay for replacing full-time
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workers with part-time staff, or to set special ceilings for the latter. In France, for 
instance, the social security contributions paid for half-time employees will not be higher 
than those paid for one full-time employee if the total of the two half-time wages is 
equal to one full-time wage (Euzdby, 1988; Kravaritou-Manitakis, 1988). Flat-rate 
contributions per employee have even more serious drawbacks for part-time employment 
than contribution ceilings, since they take no account of the time actually worked. They 
constitute a labour cost that varies according to the number of employees but is a fïxed 
element o f the wage cost of each worker. They encourage employers, therefore, to resort 
to overtime rather than take on new staff and are thus an obstacle to work sharing. The 
less time an employee works, the higher is the unit labour cost to the employer. This 
flat-rate system is found in Denmark. Also in the United States health premiums are 
a fixed amount per employee (OECD, 1983, p. 48).
In Europe, in Japan as well as in the United States income thresholds for social 
security contributions by employees and/or employers and thresholds in taxation can 
be found. By introducing a threshold for employers’ contributions, part of each 
employee’s remuneration would be exempted for the purposes of employers’ contribu­
tions. There would therefore be a minimum level before the contribution rates started 
to apply. The high share of part-time employment, especially jobs for very short weekly 
hours in the United Kingdom and the Netherlands can be attributed to the fairly 
substantial cost advantages to employers and short-term advantages of higher net earnings 
for employees working below tax and/or national insurance thresholds (Maier, 1989; 
Marshall, 1989). Imposing proportionally higher rates on high wages and proportionally 
lower ones on the others, could also have a positive influence on employment by 
encouraging both the hiring of unskilled workers, who are generally the hardest hit by 
unemployment, and work sharing. It might in fact be advantageous for enterprises to 
offer more part-time jobs since the remuneration paid would give rise to lower contribu­
tion rates than those payable on the wages of full-time workers. For workers, too, a 
voluntary reduction in their normal working time would, because of the lower contribu­
tions payable by them, result in a proportionally smaller net reduction in wages. From 
this angle the reduced rates for the lowest wages, introduced in the United Kingdom 
in 1985, could be advantages both for less skilled workers and for those working, or 
wishing to work part-time (Euzéby, 1988, p. 556). Fixed cost of hiring and training 
deters firms from using part-time labour. Tax policy may be applied to promote part­
time employment. Also a threshold in taxation is an incentive for employers to create 
marginal part-time jobs. Relative low taxation of part-time earnings is often accompanied 
by much higher tax rates on the transition from part-time to full-time work, so women 
may find themselves in a “part-time trap”. For a family dependent upon social transfer 
income, part-time work by the wife may be very heavily taxed, in the sense that transfer 
income is reduced. In such circumstances, an increase in household income may be 
obtainable only from full-time work (OECD, 1990a). In the United States, Jobs Tax 
Credit (1977-1978) and the Targeted Jobs Tax Credit (1979-) offered employment 
subsidy based on a first amount of annual wages paid. This could be an incentive to 
substitute part-time for full-time work (OECD, 1983, p. 46). In Japan, the tax threshold 
(¥900.00) is an incentive for employers and employees to adjust work hours towards 
the end of the year, to keep gross income below the threshold (Inohara, 1990).
In 1978 about half of the OECD countries, including Germany, Portugal, Spain 
and the United States, applied joint taxation and also in half of the countries, including
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Germany, Japan, the Netherlands and Spain, social security contribudons were subject 
to an upper limit. The impact on disposable income of a switch of earnings of the 
husband towards part-time employment by the wife varies between countries. In the 
Netherlands (-3%), France, Ireland and Germany disposable income drops, while in 
the other OECD countries the switch has a positive impact. The increase in disposable 
income is highest in Sweden (13.3%) (OECD 1990a, p. 167). In Sweden the income 
tax is fully individualised. The replacement in 1971 of the joint taxation by a system 
of separate taxation significantly reduced the marginal tax rates of married women. The 
combination of individual taxation and the highly progressive tax rates favoured 
reallocation of family time towards more market work and less housework for wives 
and the reverse for men (Sundström, 1991, p. 172). The overall female participation 
rate and the female part-time participation rate are related to the tax structure. 
Regressions of the female labour force participation on tax structure of the OECD 
countries indicate that each 1% increase in disposable income offered to the couple that 
substitutes wife’s part-time work for husband’s work increases the female participation 
rate by 1.73%-point and female part-time participation rate by 1.46%-point. This 
implies that the impact on full-time participation is small.8 The results do not support 
the idea that high taxation reduces labour supply. It is the structure, and not the 
general level, of taxation that matters (OECD, 1990a, p. 167).
5.3 JO B  SECURITY LEGISLATION
5.3.1 Protecting the Insiders
Employment protection provided either by market arrangements, by collective bargain­
ing and/or by legislation offers certain advantages and limltations (See Chapters 3 and 
4). The advantage of market arrangements is that employers and employees are brought 
together in mutually beneficial long-term association. However, the system becomes 
socially sub-optimal under conditions o f externalities and imperfection in the market. 
In the latter case employment protection will have a positive impact on allocative 
efficiency. The advantage offered by the collective bargaining system is that for every 
bargained provision for increased protection, the employer presumably receives some 
qttid pro quo. Its disadvantages lie in the fact that union preferences may be heavily 
weighted in favour of older workers, and that both employers and unions may seek to 
off-load some of the costs on to third parties (for example atypical or unemployed 
workers) who are not represented at the bargaining table. In these cases there are 
economic and social arguments for governmental regulation. The insider-outsider 
theory is consistent with a growing hysteresis in unemployment and a high degree of 
segmentation between a majority of stable employed insiders and a growing number 
of unstable employed or increasingly long-term unemployed outsiders. These “externali­
ties” caused by efficient bargains between the insiders and the firm may reduce overall
8 Since the changes in net income vary between -3% and +13%, the coëfficiënt estimates 
indicate that tax influences on female part-time work are causing cross-country differences o f up 
to 20%-points in overall rates o f female labour force participation. This, in turn, implies that tax 
factors are influencing the size o f the labour force by 10% or moie (OECD 1990a, p. 167).
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labour market efficiency. In the latter case, legal regulation forcing the parties to 
internalise these externalities may be efficiency enhancing.
Attitudes towards job security have undergone major changes over the last two 
decades, especially in Europe. At least three phases can be identified (OECD, 1986b, 
pp. 94-106). The first phase coincided with the period of labour shortages in the 1960s 
when most OECD Member Countries adopted, at least in part, an active manpower 
policy. This strategy meant that weaker enterprises were to be phased out rather than 
sustained. The emphasis was, therefore, on ofFering relatively continuing employment 
but not necessarily specific employment security in particular enterprises. The second 
phase began with the advent of the recession in 1974, and the ensuing high levels of 
unemployment invested the quest for job security within a specific enterprise with much 
importance. Both governments and the industrial relations systems in many countries 
responded by adopting various employment protection measures. The legal protection 
for individuals against arbitrary dismissal does not cover all employees. Groups that are 
usually excluded from legal coverage tend to be newer employees, part-timers, casual 
workers, those on fixed-term contracts and those employed in small firms. The third 
phase began around 1980, when it became apparent that at least part of the trend 
increase in unemployment was due to structural factors, including job security legisla­
tion. The latter was seen as causing increasing segmentation between stable employed 
insiders and increasingly long-term unemployed outsiders: dismissal protection protects 
permanently employed incumbent workers and disregards the interests o f outsiders 
(young workers, handicapped workers, certain groups of women and older persons 
belong to this disadvantaged group). This change of perception produced modifications 
to legal and statutory regulations designed to loosen individual employment protection 
in these countries. In the late 1960s and early 1970s flexibility in work arrangements 
was promoted primarily for the benefits to workers. Only in the 1980s has the focus 
switched to the benefit to employers. In Europe, one can see a trend towards a system 
of employment law which appears to give more consideration to the interests of 
companies than to those of the workers (Hakim, 1987, p. 559; Kravaritou-Manitakis, 
1988, p. 95). In the field of individual dismissals, France, Germany, Italy, Spain and 
the United Kingdom all have introduced major legislative changes in the 1980s, 
designed to relax individual employment protection. Particular attention has been given 
to small firms because in all five countries policy-makers have taken the view that such 
companies will spearhead the expansion in employment, and that employment protec­
tion legislation is an unreasonable burden on small firms in this task. All five countries’ 
governments have argued that their measures will make the labour market more flexible, 
lower the labour costs of firms and induce employers to hire more workers (OECD, 
1986b, p. 106). In France the requirement to consult works councils or trade unions 
in the case of individual dismissal was repealed in 1986. In the United Kingdom in 
1985 the rules to protect against unfair dismissal were relaxed by raising the minimum 
'period of service required before the tribunal system for unfair dismissal could be used 
from 1 year to two years (Emerson, 1988, pp. 787-789). In the area o f collective 
dismissal, changes have been designed mainly to lower the employment-termination 
costs. In Germany and Italy, there now is greater use of fixed-term contracts and (in 
Germany) special relief for small and newly-established firms from some job protection 
measures. In Spain, the costs of dismissal have been lowered by increasing the grounds 
on which dismissal may be effected. In the United Kingdom, the minimum period of
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advance notification for large-scale redundancies has been cut (OECD, 1986b, p. 106). 
In the Netherlands, the government in 1985 decided to limit to four-to-six weeks the 
maximum time its agencies could take to deliberate on proposed dismissals. In France, 
the government in 1985 promised to shorten delays in which the Administration decides 
on dismissals. In 1986 the needs for administradve approval was scrapped. In 1989, 
in the Netherlands, the administradve approval in case of collecdve dismissal was 
removed. At present the Netherlands is the only EC country with preventive dismissal 
legislation in case o f individual dismissal. However, the latter is under discussion. There 
are plans to replace it by the repressive system common in other EC countries (Delsen, 
1993c). The Belgian government in 1985 significandy reduced the scale for compensa- 
tion awards to redundant personnel (Emerson, 1988, p. 790). There is no doubt that 
certain measures, adopted in recent times in Europe, lower the labour costs of firms and 
induce employers to hire more workers, aim directly at excluding protection for certain 
categories of atypical employees (Kravaritou-Manitakis, 1988, pp. 98-99). Also in 
Canada and the United States protective employment legislation has been designed with 
the full-time worker in mind, resulting in discrimination and exclusion of those workers 
on part-time and/or temporary contracts (See Hart, 1988; Warme et aL, 1992). These 
facts fit the insider-outsider theory, explaining why increasing the flexibility of perma­
nent employees is difficult and why flexibility is usually implemented at the margin to 
start with. Temporary contracts increased the power of the insiders at the expense of 
a new group of temporary employees (Bentolila and Dolado, 1994).
Japanese industrial relations are known for their high measure of employment 
security. In Japan, legislation gives the employer a large freedom to dismiss, the courts 
have imposed considerable limitation on employers’ right to dismiss workers. 
Employers’ right to dismiss workers has also been restricted by the practice of life-time 
employment, mostly in large firms and by trade union activity. However, job security 
under the life-time employment practice has been considerably modified. The core of 
permanent employment shrank considerably, whereas part-time workers and other 
peripheral workforces increased. Part-time and temporary (daily and seasonal) workers 
are exempted from unemployment insurance and dismissal protection, notably in an 
economic slump. On the other hand, employers enjoy a large degree of freedom to 
change worker assignment and allocation within the enterprise (Koshiro, 1992; Heerma 
van Voss, 1992; Buechtemann, 1993). In the United States, the provision of direct 
employment protection has not been viewed as a role of government. There is a strong 
cultural value against governmental involvement in the functioning of the labour 
market. The constraints on numerical flexibility in the United States are not institu- 
tional, but rather imposed by the advantages of having some stability in the labour 
force within the enterprise (Laflamme, 1989, p. 33). However, in the United States law 
on job security has changed during the past decade, and, in some respects, has begun 
to move towards or converge with some rules in Europe and Japan. A more active 
government involvement is proposed to enlarge the scope of employment security9 and 
to reduce the compensation differential between part-time and full-time workers,
9 In 1987, in the State o f Montana a comprehensive wrongful discharge legislation has been 
enacted, stating for instance that employees may not be discharged without “good cause” (Gould, 
1993, p. 174).
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including industrial policy, support of unionisation, enforcing affirmative action; a 
strong training system (the Swedish model); raising and extending the coverage of the 
minimum wage and extension of entitlements to fringe benefits and pensions. Similar 
active public policy is proposed to discourage firms from creating excessive numbers of 
temporary and contingent employment, by abolishing exclusions and by equal oppor- 
tunity laws (See Tilly, 1989; Golden and Appelbaum, 1992; Warme et aL, 1992; 
Buechtemann, 1993).
5.3.2 Flexibilisation, Productivity and Employment Creation
There are economic efficiency arguments in favour of an extension of employment 
security in industry in the United States beyond what the free market delivers. Markets 
work more efficiently if there is social agreement on how they should function. Security 
and confidence of workers is a precondition for achieving structural adjustment and 
change within companies. Stable and secure employment contracts may contribute to 
the flexibility of an organisation. With employment protection, it could be argued that 
workers would be more committed to their enterprise, thus raising their productivity. 
They would be more willing to be flexible about the tasks they perform, being more 
prepared to invest in training. If so, labour costs would be reduced. Both non-wage 
costs and employment protection rules are surely more likely to affect the type of 
employment rather than its level (Osterman, 1989; 1993; Standing, 1986; Buechte­
mann, 1991). Also relevant in this context is Streeck’s (1986)10 research, which 
demonstrates the connection between strong union organisation, employment security 
and productivity performance in the German and Swedish automobile sectors. His 
work provides powerfiil support for the idea that performance and job security can go 
hand in hand. Where workers can be dismissed at will, like in the United States, a firm 
faced with shrinkage in its traditional markets can be tempted to solve its problems in 
the short-term by cutting costs to get back to profitability. In Japan, where this option 
is not available, there is likely to be a stronger incentive to diversify into some new 
product line in order to get the best out of workers who have to be employed anyhow. 
Japanese government is committed to employment stability and continuous retraining 
(Dore, 1986, p. 72; Koshiro, 1989, p. 101; Koshiro, 1992). In fact, as was concluded 
in Chapter 3, access to casual and low compensation labour makes the search for 
productivity unnecessary for the U.S. employers. This may lead to decreased efficiency 
and competitiveness. Hence, absence of employment regulation may be at the expense 
of future employment. Moreover, high turnover associated with the absence of job 
security results in U.S. firms undertraining the labour force. While in Europe over the 
past decade the legal protection against dismissal has been relaxed, the United States, 
which have been Europe’s role model related to labour market flexibilisation, are 
moving in the opposite direction, away from the employment-at-will doctrine and 
replacing it by wrongful-termination doctrines (Lazear, 1988; Buechtemann, 1993).11 
Most European countries have legislation that calls for advanced notice to be given to 
unions and government and for the employer to negotiate. In many countries establish-
10 Cited by Nolan and Marginson (1990).
11 La2ear (1988) maintains that the abolition o f employment-at-will causes market distortions 
and results in market inefficiency.
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ments with fewer than 100 employees are exempted (See Ehrenberg and Jakubson, 
1993, p. 202). In Japan, notification and consultation of unions is based on collective 
agreements (Heerma van Voss, 1992). In the United States, in the face of widespread 
plant shutdowns and employment terminations, the Federal Government, in 1988, 
enacted a “plant closing” statute, introducing advance notice (Worker Adjustment and 
Retraining Notification Act (WARN)), representing some move in the European 
direction.12 Empirical studies suggest that advance notice may well facilitate labour 
market adjustment, by allowing displaced workers to find employment before their date 
of displacement (See Ehrenberg and Jakubson, 1993).13
Job security provisions are often held responsible for the poor employment perform­
ance of European economies. First it is argued that obstacles to firing make labour 
unattractive to firms as a factor of production, especially in very unstable environments. 
Secondly, it has been noted that fire restrictions may allow incumbent workers to 
bargain for higher wages, disregarding unemployment among “outsiders”. A negative 
impact on employment and long-term unemployment are the results. Bertola (1990) 
found no evidence for the positive impact of job security legislation on wages in 
Europe, and that medium and long-term employment performance are unrelated to the 
degree of job security. Also Japanese firms do not seem to suffer from any loss in 
competitiveness because of the bargaining power of insiders (Boyer, 1993, p. 119). 
Japanese trade unions are willing to exchange wages for securing employment (See 
Chapter 4). From Chapter 3 it is clear that it is profitable for Japanese employers to 
offer job guarantees and that workers are prepared to co-operate to be transferred to 
other jobs within the company. Job protection, combined with flexibility within the 
enterprise may prevent the payment of social security benefits as well as the loss of 
experience. Rapid lay-ofïs in the United States may need to be subsidised by the state, 
while in Japan retraining is used to adjust. The latter approach may be expensive, but 
may still be more efficient than paying unemployment benefits to displaced workers.14 
The Japanese system, geared to unemployment prevention, may be better than the 
system in the United States, geared to coping with unemployment ex post (See 
Koshiro, 1992). Hamermesh (1988) concludes from U.S. evidence that there is a short- 
run trade-off between employment and hours per worker, but in the long run policies 
that affect the structure of labour costs have only slight impact on employment. They 
do, however, effect the magnitude of employment adjustment in response to changes 
in product demand. Industrialised economies are offered a choice between greater 
employment stability (with fewer total hours worked on average) and greater employ­
ment fiuctuations (with more total hours worked on average). Employment protection
12 Because the legislation covers only establishments with 100 or more employees, only 44% 
o f U.S. workers, and only 2% o f U.S. business establishments, are covered by the advanced notice 
requirement (Koshiro, 1992, p. 143).
13 For adverse effects on productivity o f advance notice only empirical evidence is provided 
by Lazear (1987).
14 Firms may not bear the full social cost o f their decision to terminate an employee. I f  a 
worker is unemployed for any length o f time, subsidies such as unemployment insurance are only 
partially funded by the previous employer. Thus, potential liabilities raise the private cost of 
termination and, theoretically, can make them more consistent with the social costs, thereby 
inducing more efficient decision making (See Dertouzos and Karoly, 1993, pp. 226-227).
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results in smaller employment fluctuations and a lower average employment in the long 
run; in the short run it can reduce hiring and reduce firing or have no impact at all 
(Hamermesh, 1993). Deregulation may result in more dismissals in recession periods 
and more recruitment in periods of recovery. Hence, dismissal protection has an 
anticyclical effect with average employment and unemployment being the same over 
the business cycle (OECD, 1986b). Also Buechtemann (1993) found from available 
empirical micro-evidence in Europe that the actual direct dismissal costs imposed by 
legislation are considerably lower than commonly assumed. The deterrent impact on 
firms’ hiring and firing behaviour is rather marginal. If legal dismissal protection has 
had any major impact at all, it is of rather a structural kind, namely reinforcing a wide 
spread trend towards more careful, more systematic, and more forward-looking firm 
level human resource management policies.
5.4 PROMOTION OF TEMPORARY WORK
5.4.1 Temporary Work Companies
In Table 5.3 the legal position of agency work in a selection of OECD countries is 
presented. Individual countries seem in their policies towards temporary work to typify 
their broader tendencies on questions of labour market rigidity or flexibility (See Albeda 
et a l, 1978; Emerson, 1988, pp. 795-797). Thus in the United States there is no 
regulation or licensing requirement at all of temporary work companies or individual 
employment. The number of persons employed in this way increased very fast in the 
years since 1982. Such personnel is covered by general labour law (including the 
minimum wage) and social security. However, the conditions of employment usually 
exclude fringe benefits such as holidays, holiday pay and private pension and health 
insurance benefits; the latter are of course particularly important in the United States 
since public health insurance is not generally available. The workers can normally be 
dismissed without notice, compensation or recourse. The only effective restrictions on 
temporary work come from collective bargaining where for given firms trade unions 
may negotiate a commitment from the firm that they abstain from this market. In 
Japan, temporary work agencies are regulated and restricted to specified professions: 
artists, nursing, hairdressers etc. A considerable part of the temporary employees had 
no health insurance coverage. Private temporary work organisations were prohibited by 
law, but in reality many sub-contract firms are more or less labour supply companies. 
They render services (recruitment, selection and manpower administration) which are 
usually ascribed to temporary work agencies (Feringa, 1978, p. 162). Following a rapid 
growth of (illegal) temporary employment agencies in the first half of the 1980s, 
legislation was introduced to protect temporary workers, stipulating a written contract, 
however, the opportunities for temporary work have been extended. Temporary work 
services were adjusted to the current reality of the Japanese employment market. Two 
types of temporary employment agency are provided for in the Act. First, those which 
employ workers full time, sending them to user companies as temporary employees. 
They are required to register with the authorities. Second, those which employ pre- 
registered workers seeking temporary work from time to time. There is no employment 
relation in the intervals between assignments. The latter agencies are required to obtain 
a license. But are not allowed in doek transport and construction. The official recogni-
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tion o f temporary work services will stimulate unstable employment (See Sarfati and 
Kobrin, 1988, pp. 267-269).
European regimes have diverged in the extent of their regulatory restriction of 
temporary work. Finland, Greece, Italy, Spain and Sweden are not included in Table
5.3 because in these countries private temporary work agencies are prohibited.15 In 
Greece agency work is allowed for sales personnel in retail shops. In Spain agency work 
is tolerated. In Sweden the National Labour Market Board (AMS) can give a permit 
for agency labour in certain branches (entertainment and office services) (See also 
Chapter 7). Between 1970 and 1976 other European countries legislated to regulate 
and restrict temporary work agencies quite stricdy: Belgium, Denmark, Finland, France, 
Germany, the Netherlands, Norway and Portugal. These countries operate licensing 
systems for such companies imposing not only obvious requirements, such as social 
security coverage, but also a variety of restrictions on the type of work or length of 
contract permitted. In general European legislation represents a compromise between 
the trade unions’ position in favour of prohibition of temporary work and the 
employers who favour more freedom of action in relation to personnel management. 
For instance, in Denmark the maximum duration of a contract is 3 months and agency 
work is allowed only in office and commercial sectors. But, there are plans to lift the 
restrictions in other sectors. In France and Luxembourg the maximum duration is 24 
months, renewals included, and the reason for the use o f temporary labour has to be 
indicated. In Austria, Luxembourg, Ireland and the United Kingdom, countries with 
the most permissive legislation, there is no maximum duration for agency work.
During the 1980s various European countries have widened the legal opportunities 
for agency work. In Germany the maximum period of agency work has been extended 
from 3 to 6 months since 1985, but it is forbidden in the construction sector. This 
country has a unique position within the European Community, in that agency 
workers are in the permanent employment of the temporary work agency. The legisla­
tion on agency work in Germany requires these agencies to sign a fïx-term contract 
with their employees, but then allows them to contract these workers out on successive 
very short-term assignments to different companies. If the employee is without work, 
while the contract is in force, he/she is paid the agreed wage from the agency. In the 
Netherlands the maximum duration was extended in 1985 from 3 to 6 months, and 
the use of agency work is prohibited in truck-transport and building and construction. 
Also in Belgium temping is not allowed in construction, building and furniture 
removal. It is only allowed in three cases: replacement of permanent worker, irregular 
increases in the amount of work and special projects. In the first case there is no 
maximum duration of the contract, in the other two cases the maximum is one month 
(De Roos et aL, 1989; Delsen, 1993a).
In France, the Socialist government in 1982 tightened the regulations governing 
temporary work, following a rapid expansion of the number of such workers since 
1975. The uses of such labour was restricted to specific situations, such as to fill in for 
absence of a permanent employee. An “insecurity bonus” o f 15% had to be paid by the 
agency to staff at the end of the contract. Trade unions were given statutory rights to 
institute legal proceedings against abusive use of temporary work. As a result it was
15 Italy and Sw eden both  have substantial black or grey m arkets in tem porary em ploym ent.
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estimated that a 30% reduction in the number of employees of this type resulted in 
1983. The aim of the order adopted in 1982 was on the one hand to avoid usually 
permanent jobs from being replaced by temporary workers, on the other hand to 
improve workers rights. This order certainly contributed to the break in the use of 
temporary work. At the same time the limited duration agreements seem to have 
developed. So we can wonder whether the effect of the government measures has been 
to substitute, partly at least, one precarious form of work for another (Nadel and 
Schwab, 1987, p. 60). In 1986 the limiting list of cases in which a recourse to tempo­
rary employment would be permissible was abolished. This stimulated the growth of 
agency workers (Caire, 1989). This is one reason why the French government is 
considering shortening the maximum duration to 12 months and limit the reasons for 
use of temporary labour again, making regulations in France the tightest in the EC.16 
Because of high unemployment and because governments wanted people not qualified 
to meet the demands of employers to gain work experience through temping, recently 
in the EC cost-based government-linked temporary work businesses have been intro- 
duced in Belgium (TInterim) and the Netherlands (START).
There are major differences in the remuneration of agency workers in the European 
Community Member States. In Belgium, France, the Netherlands and Portugal, the 
terms and conditions of employment and pay of agency workers are similar to those 
of employees at a comparable level in the user firm. In Denmark, Germany and 
Luxembourg, however, the comparability is established in relation to employees at a 
similar level in the same temporary employment business. In Ireland and the United 
Kingdom, there are no rules, nor is there any specific type of contract specified. In 
contrast, in the other Member States where temporary employment businesses are 
authorised the contract must be drawn up in writing. Also in the Netherlands a written 
contract is not absolutely necessary. The differences in treatment of agency work will 
cause distortions of competition; the latter will be accentuated by increased Capital and 
labour mobility resulting from the establishment of the European internal market.
5.4.2 Fixed-term Contracts
In the United States fixed-term contracts are unregulated. In Japan they are permitted 
but automatic renewal converts into permanent contract. The law on fixed-term 
contracts in Europe tends to be analogous to that of agency work (Emerson, 1988). 
Typically, regulations define restrictive conditions under which such contracts may be 
offered (seasonal needs, to replace a permanent employee’s temporary absence, etc.), 
and the maximum duration and possibilities for extension of the contract (See Table 
5.4). The 1970s saw in Europe widespread legislation making these regulations more 
comprehensive or restrictive. The French government’s legislation of 1982 appears to 
be the last example of the period of tightening regulations. Since then several countries 
have opened wider opportunities for fixed-term contracts as a way of easing the burden 
of severe restraints on dismissals. The legal provisions governing fixed-term employment 
contracts vary considerably between the European countries. In Denmark, the Nether­
lands, the United Kingdom and Ireland there are no limitations on the conclusion of
16 In France, the circum stances for recruitm ent o f  agency workers are equal to those on fixed- 
term  contracts.
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fixed-term contracts. In Belgium, France, Germany, Italy, Portugal and Spain there are 
limits on maximum duradon and on the renewability of fixed-term contracts. In 
Austria, Italy, Greece, France, Luxembourg and the Nordic countries the use has to be 
justified. In Sweden the use of fixed-term contracts is considerably limited by law and 
collective agreements. A short-term contract is only allowed to replace someone who 
is absent and whose name is mendoned in the labour contract or for specific projects 
of fixed duration (See Chapter 7). France, Italy, Portugal and Spain are the only 
countries with an “insecurity bonus”; a payment to the temporary worker as compensa- 
don for the extra risk o f unemployment. In Belgium and Greece a compensation for 
dismissal is paid where the employment relationship is terminated before expiry. Only 
Denmark, Spain, Italy, the Netherlands and, in some cases, France take seniority into 
account for calculadng pay. From this it may be concluded that in France, Italy, 
Luxembourg, Portugal, Spain and the Nordic countries fixed-term contracts are highly 
regulated, while minimal regulation is found in Denmark, Ireland and the United 
Kingdom. Other countries hold an intermediate position.
During the 1980s a number of European countries eased the legal restrictions on 
recourse to fixed-term employment relationships.17 These broader opportunities 
contain “with the aim to start up new activiries” (Spain); “clearly jusdfied reasons” 
(Finland); “the disadvantageous economic position of an enterprise” (Belgium); the 
extension of the maximum duration and justification of reason is abolished (Germany). 
In France the maximum duration was extended to 2 years in 1986 and the contract 
only has to relate to a clearly stated task and may not serve to fill a post on a long­
term basis. In the United Kingdom the term to apply for statutory protecdon against 
dismissal has gradually been increased to two years for all employment contracts. In 
Italy, Ponugal and Spain, where the seasonal nature o f the production is very marked, 
employment on the basis of fixed-term contracts was generally limited to clearly defined 
occupations in clearly defined sectors. However, legislation is now moving towards a 
coverage of all sectors of activity with the dropping of seasonality as a necessary 
condition. These statutory changes have led to massive increases in temporary contracts 
(See Chapter 2). In the EC, the highest percentages of temporary employment con­
tracts are found in France, Portugal and Spain, countries with the most stringent 
regulation on fixed-term contracts. However, these countries also are the ones with the 
most stringent limitation on the dismissal o f permanent employees. In a majority of 
OECD countries the legislarion governing temporary contracts is already rather liberal 
and there is thus litde scope for extending them further. Moreover, in the non-Euro- 
pean OECD countries and Denmark, legislated employment protection is light, 
blurring the distincdon between temporary and permanent contracts. Only in countries 
where permanent contracts entail a high level of protection and opportuniries of 
recruiting workers on temporary contracts are restricted the experience of France and 
Spain could be of interest (OECD, 1993).
Temporary workers often are excluded from coverage by the system of social 
security and/or protection against dismissal and other fringe benefits, because of the
17 The only exception to this general trend is Luxembourg. In that country an act was adopted 
in 1989 to check the increasing use being made o f fixed-term employment relationships (Konle- 
Seidl et aL, 1990).
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minimum period of service required or the salary threshold (See Table 5.2). In Japan, 
the United States and in most European countries no cover is provided under social 
security schemes for very short-term employment relations. For example, in Germany 
for jobs for less than two months employment per year and in the United Kingdom, 
implicidy, for jobs with a weekly pay below £46; no contributions are due in such cases. 
Greece and Spain are exceptions. In these two countries their social security coverage 
does not differ from permanent employment. In Australia temporary labour is called 
“casual” labour, and is defined through common law. A casual contract is o f limited 
duration. Casual workers have no legal entidement to benefits such as annual and sick 
leave or to prior notification of termination (OECD, 1993, p. 18). Related to part-time 
and temporary employment recent legislation in the United States calls for equality: 
mandatory coverage for health and pension benefits. Hence there is a convergence 
between Europe, Japan and the United States (Kassalow, 1986; Buechtemann, 1993).
It has been argued that temporary contracts are sometimes a means of “screening” 
not necessarily bringing about more employment instability. An important issue in this 
respect is the segmentation of the labour market, i.e. once a core worker always a core 
worker and once a periphery worker, always a periphery worker. In other words do 
temporary employment contracts represent a trap or a bridge (Cf. Buechtemann, 1989). 
Making a distinction between marginal and regular jobs is important for indicating 
differences in patterns of transitions between labour market states (flow into and move 
out of unemployment). Will those in temporary jobs remain in these jobs or will all 
or a significant part of them they find permanent jobs? In recent dual labour market 
models it is assumed that entry to regular jobs can only take place from unemploy­
ment, or that the probability of recruitment into regular jobs is less for people holding 
marginal jobs (Below and Summers, 1986). However, empirical evidence shows that 
a significant proportion of employees are engaged in job search and this proportion is 
higher for those in temporary jobs (See Atkinson and Micklewright, 1991). Casey 
(1988) found for Britain that temporary work provides an important source of new 
jobs for unemployed people. A quarter of all persons who had been unemployed 12 
months before the survey had temporary jobs, compared to just over 3% of those in 
employment on both dates. Those people whose first job on leaving unemployment 
was a temporary one were more likely to suffer multiple spells of unemployment, to 
hold many jobs, to experience a longer time of unemployment and a shorter time in 
employment over the 20 months following their initial registration than those whose 
first job was a permanent one. A survey in the Netherlands (Allaart et al., 1987) shows 
that among those employed in a temporary job in May 1985, almost 56% were in a 
permanent contract position in October 1986, about 36% were still in a temporary 
situation and 7% were not employed. These data suggest considerable movement into 
permanent employment, though a significant minority retained their temporary status. 
In Germany and France for one third of the employees the temporary contract is 
succeeded by a permanent contract with the same employer (Buechtemann and Quack, 
1989; OECD, 1986a, p. 20). Marshall (1989) concludes on the basis of research in 
France, the Netherlands, the United Kingdom and the Federal Republic of Germany 
that employees recruited on a fixed-term contract seldom obtain a permanent job. 
Temporary employment implies instability. Even if many temporary workers later 
obtain a permanent contract, it is seldom in the firm where they had a temporary 
assignment. Moreover, temporary employment is often associated with periods of
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unemployment. Based on a survey in eight European countries also Bielenski et aL 
(1992, pp. 256-257) conclude that the hope that a fixed-term contract may pave the 
way to a permanent post is not entirely justified. The fact is that 45% of the managers 
questioned stated that, in their enterprise, fixed-term employees were “always” or 
“mostly” transferred to permanent employment. Against this about one third of the 
managers indicated that in their company fixed-term employees were “never” or “hardly 
ever” transferred to permanent employment. Prospects of transition into a permanent 
employment are poor in the case of fixed-term contracts based on “traditional reasons” 
and are much better when based on “new reasons”. Bentolila and Dolado (1994, p. 66) 
conclude that although temporary employment may have increased the employment 
opportunities for the unemployed, this may in fact only reflect the continuous turnover 
among temporary workers who go from temporary employment to unemployment and 
back again. This turnover increase may reduce long-term unemployment as has 
probably been the case in France and Spain, however, it also reinforces a dual labour 
market with undesirable consequences on wage growth.18 Moreover, temporary em­
ployment has a negative impact on capital accumulation and skill acquisition (See 
Chapter 3), and hence on future (employment) growth. Temporary contracts do not 
go without costs for the individual (frequent turnover, repeated spells of unemploy­
ment, trapped in temporary dead-end jobs). Moreover, temporary contracts may create 
a dual labour market, which entails costs for the economy as a whole (OECD, 1993).
Empirical evidence on the effects of recent deregulatory measures show only a minor 
impact on hiring and firing behaviour. Research in the United Kingdom, the Federal 
Republic o f Germany and France shows that the supposition that a reduction in the 
employment protection and the widening of the opportunities for fixed-term contracts 
will result in more employment, is not supported by the facts. The main reason for this 
is that the change in legislation followed the actual practice, hence no additional 
employment was created. At best, deregulation may have had a symbolic and psycho- 
logical effect (See Buechtemann, 1993). Bremer (1986) conducted research within the 
Dutch building sector into the question to what extent a flexible provision of personnel 
contributed to an expansion of employment (efficient allocation) and to what extent 
a more flexible personnel provision stimulated a more equal distribution on the labour 
market. He concluded that the contribution of a flexible input of personnel to the 
expansion of employment and a better control of (labour) costs in building firms could 
be shown, but the impact was only modest. A second conclusion was that more 
numerical flexibility led to a more unequal distribution on the laboi'r market in the 
building sector. Deregulation is expected to reduce termination costs, making both 
recruitment and dismissals easier. Bentolila and Saint-Paul (1992) ii vestigated the 
impact of the introduction in 1984 in Spain of fixed-term contracts o. the level of 
employment and dynamics of employment. They conclude that the v__ iployment
l* In the 1980s, in Spain, the growth rate of the wage drift (the difference between actual and 
agreed average earning increases) was less due to the increase in the proportion of fixed-term 
employment. However, in the early 1990s, when the proportion stabilised, the average wages and 
the wage drift increased as a result o f insiders’ wage push. The negative wage premium of 
temporary employees relative to permanent employees in Spain is 8-11%, and reflects the impor­
tance o f insider factors on wage bargaining (Bentolila and Dolado, 1994, p. 71).
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elasticity increase for firms in recession is large and small for firms in expansion. This 
can be explained by the fact that the introduction of flexible contracts involves a 
reduction in firing cost without much affecting hiring costs and is in line with Bento- 
lila and Bertola (1990) showing that firing costs affect firing decisions more than hiring 
decisions. Employment overshoots its long run level. The procyclical response of 
employment is larger after flexible contracts are made available: it increases employment 
in booms, but lowers it in recessions. Deregulation, by extending the use of atypical 
employment may in fact be at the expense of employment in the long run. After 
Luxembourg a number of European countries that have deregulated strongly during 
the 1980s, including France, Portugal, and Spain, are moving again towards more legal 
restrictions on the use of certain types of labour contracts (Konle-Seidl et a l, 1990). 
Previous Sections showed that in other European countries recendy measures have been 
taken to ban excesses in the use of insecure atypical employment, e.g. in Belgium, 
Ireland and the Netherlands. Also in the United States and Japan this tendency can be 
found. In the United States, excesses were due to the absence of legislation. A Part-time 
and Temporary Workers Protection Act has been proposed (See Koshiro, 1992; Warme 
et al., 1992; Buechtemann, 1993). In Japan there were illegal excesses due to absence 
of legal recognition of part-time employment and due to prohibition of agency work. 
These forms of work have been legalised in the 1980s.
5.4.3 Temporary Employment Schemes
Based on the ideas of an active labour market policy as a counter-cyclical device, and 
as a means o f accelerating structural adjustment as applied in Sweden (See Chapter 7) 
in many European countries a version of the fixed-term contract is being combined 
with apprenticeship and training, to produce a new category of contracts designed for 
young people: mostly, these are employment and training contracts. Apprenticeship and 
job experience contracts for young people are designed to facilitate their entry into the 
labour market. The state, through this new legislation, is encouraging companies to 
take on a certain percentage of young people, by offering certain incentives which vary 
from country to country. They can take the form of govemments meeting young 
people’s social security obligations, or paying part of their salaries, or even providing 
tax breaks (Kravaritou-Manitakis, 1988, p. 70). It has frequendy been argued that 
temporary jobs, although possibly less desirable than permanent jobs, do provide a form 
of work for otherwise unemployed people, and, fiirthermore, one that enhances their 
chances of subsequendy obtaining permanent jobs. Temporary employment may 
increase a job seeker’s attractiveness to an employer and may diminish the chances of 
a devaluation of his work skills. Temporary placings can turn into permanent ones, 
either because the temporary position is made permanent or because the employer 
becomes acquainted with the capabilities of the temporary worker and recruits him 
onto a vacant permanent position. Special government temporary employment schemes 
are often justified in this manner, the suggestion being that they raise the chances of 
the long-term unemployed finding jobs. An insecure job is considered to be better than 
no job (Cf. Emerson, 1988). The redistribution of unemployment, as well as the 
shortening of the average unemployment spell will have a decreasing effect on wages 
and prevents hysteresis according to the insider-outsider theory, so enhancing private 
employment. However, it may also imply a more segmented labour market, increasing 
the power of the insiders and hence increase wages (See Bentolila and Dolado, 1994).
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The latter will be the case when there is only a redistribution within the pool of 
unemployed. Loss of human capital is expected to be avoided as well. Also the latter 
depends on the kind of jobs on offer.
The special employment programmes in existence in the OECD countries today can 
be said to fall under one or more of the following broad headings (Hollister and 
Freedman, 1988, p. 318): job creation programmes, on-the-job training, mixed work 
and training and enterprise promotion. Most have been targeted at unemployed young 
people or the long-term unemployed, while others are aimed at the economically 
disadvantaged segments of the population in general. While most such schemes offer 
training or work experience, and many a combination of the two, the employment they 
provide is usually o f a temporary nature. There is seldöm any guarantee of permanent 
employment or even a subsequent job. In a comparative study of job-creation policies 
pursued in France, Belgium, West-Germany, Great Britain and the Netherlands De 
Wachter and Somers (1989) draw the following conclusion: none of the examined 
measures can be scientifically proven to be effective due to the important lack of data 
and information about control-groups. Also Hollister and Freedman (1988) draw this 
lesson about experience with special employment programmes of the late 1970s and 
1980s in Western Europe and North America: very little has been done to determine 
the effectiveness of various types of job creation efforts. Training policy is the most 
uniform and overall the most successful measure of all categories o f instruments. The 
wage cost subsidy policy did not result in an improvement of the labour-market 
position of the participants. Wong et aL (1986) also conclude on the basis of the 
results of measures taken against unemployment in the Netherlands, Belgium, Ger­
many, England, France, Denmark and Ireland, that research on the effectiveness using 
control groups is lacking. Moreover, they found the impact of subsidies disappointing, 
due to deadweight and substitution effects. Also in the United States most persons 
entering employment and training programmes or being covered by employment 
subsidies (Targeted Jobs Tax Credit) are those with sporadic work history and employ­
ment in a low wage and dead-end job. Program participation does not change these 
facts. There even may be a negative impact on the employment chances, resulting from 
stigmatising (Osterman, 1989). The modest earning gains are generally due to Ionger 
hours, not higher wages. In the OECD, most recruitment subsidies carry a heavy dead­
weight. Often only about 20% of subsidised jobs are created as a result of the schemes. 
Net increase in employment is even lower due to substitution effects (OECD, 1990c, 
pp. 44-45; OECD, 1993, pp. 63-64).
In France the experience with employment-cum-training contracts (CEF-programme) 
shows that they had very little effect on the volume of employment and unemployment: 
most contracts were for jobs that would have been filled anyway. However, the CEF 
seems a fairly effective means of providing temporary employment (more than 80%) 
to a sizeable number of unemployed young people. Follow up surveys show that the 
proportion of those still in employment eight months after completing the contract was 
high (75-85%), but it failed to promote on-the-job training to young people (Caspar,
1988). The experience in Belgium also shows that these programmes did not encourage 
recruitment of young people, nor has their training been improved (Meulder and Tytgat,
1989). In the United Kingdom there is a system of direct recruitment into permanent 
employment for the young. However, the widespread introduction of the Youth Training 
Scheme has to some extern broken that system (Rubery, 1989). Also in Italy, France
and Spain temporary employment is becoming the usual way to get a first professional 
experience for the young or women willing to work (OECD, 1986a; Nadel and Schwab, 
1987; Bentolila and Saint-Paul, 1992; Buechtemann, 1993). If atypical work regimes 
are to become more widespread, to provide for the flexible labour force advocated by 
industry and European govemments, it will be at a high cost to the quality o f life and 
psychological well-being of the individual employed in such jobs. The frequency and 
duration of absenteeism will increase (Burchell, 1989).
5.5 ATYPICAL EMPLOYMENT AND 1992
In the European labour market developments on the demand-side (more services) as 
well as on the supply-side (more women and partially disabled workers) take place that 
contribute to the growth in the number of atypical employment relations in the future. 
This tendency will be strengthened by the European internal market. It is expected that 
the large European market will generate co-operation and mergers of enterprises and 
also a greater mobility of companies or their component part. The mobility of labour 
will also increase. There are considerable differences between the European countries 
in labour law and social security systems regarding part-time work, fixed-term contracts 
and agency work. They may result in an increase of the distortions of competition and 
the use of special forms of employment on one side of a frontier, in the internal 
market. In this context, transnational operations of temporary employment businesses 
could recruit a temporary employee on one side of a frontier for the purpose of 
providing services to a company in a neighbouring country, but not comply with the 
rules in force in that country. The volume of transnational temping will increase as a 
result o f 1992. A nation’s system of employment protection might become one of the 
national selling points to attract investments from abroad and hence jobs. In theory 
two reactions are available: full deregulation i.e. full liberalisation and harmonisation. 
Both concepts have certain advantages; the advantage of one concept is the disadvan- 
tage of the other. Therefore a compromise between both concepts seems to be appro- 
priate; minimum standards could be a solution. If the advantages of greater functional 
flexibility are higher than the disadvantages of lower numerical flexibility, then labour 
law regulations can exert a positive influence on allocative efficiency and could prevent 
certain welfare losses. Besides this efficiency argument there is a distribution argument 
for (European) labour law and minimum social standards. Discrimination between 
typical and atypical employees should be avoided: numerical flexibility should take 
place in a socially acceptable fashion. So no prohibition is needed, but recourse to 
certain forms of contracts should be made subject to certain conditions (Cf. Konle- 
Seidl and Wal wei, 1991).
In June 1990 the European Commission adopted three proposals for directives on 
part-time work, temporary work and seasonal work, based on the Articles 100, 100A 
and 118A of the Treaty of Rome.19 The first two directives will not apply to
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19 The policies recently adopted by the EC-Commission and the Council to improve the rights 
o f part-time workers are in line with the policies long pursued in Sweden and their aims are 
confirmed by Swedish experience (Sundström, 1991, p. 176).
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employees whose average weekly working time is less than eight hours and employees 
with a contract of less than one month, in order to avoid high administraüon costs. 
The directives have the following three aims (Commission of the European Commun- 
ities, 1990b; EIRR, 200, 1990):
— To promote an improvement in the living and working conditions of workers and 
prevent an extension of insecurity and segmentation in the labour market -  mainly by 
ensuring that part-time and temporary employees receive treatment comparable with 
that of employees working full-time on open-ended contracts, for example in the area 
of access to training and social services;
— To eliminate the distortion of competition caused by differences in social costs 
between EC Member States, resulting from varying national, rules regulating part-time 
and temporary employment relationships, notably in the area of social security and 
costs related to seniority and dismissal;
— to improve the minimum levels of protection of health and safety, by ensuring that 
temporary workers enjoy the same conditions as other employees.
The threshold of eight working hours per week on average implies that adoption 
of these draft directives by the Council will improve the position of part-time and 
short-term contract and agency workers, notably in countries like the United Kingdom 
and Ireland, but also in Germany. An improvement of the legal position of flexible 
part-time work, e.g. on call labour, is not to be expected from these measures. How­
ever, it is still an open question whether the directives will be adopted, for there is 
considerable opposition.
According to the Council Directive of October 1991 (Official Journal L  288, 18 
October 1991, p. 32) European employers are obliged to notify in the form of a 
written contract of employment, a letter of engagement or other written document, an 
employee of the essential aspects of the employment contract or employment relation­
ship. Member States have the right to exempt employees with a contract o f less than 
one month or employees working less than eight hours per week from the scope of the 
Directive.20
Trade unions in Europe are in favour of regulation at European level and prohibi- 
tion of certain forms of atypical employment, for instance on call labour. In 1988 the 
Congress of the European Trade Union Confederation (ETUC) asked for a prohibition 
of transnational temping. Job protection on a par with full-time employees may be seen 
by employers as increasing the fixed costs of employing part-time workers relative to 
full-time workers and thereby acting as a disincentive. This argument is based on neo- 
classical theory stating that employment protection limits the functioning of the market 
mechanism and increases the costs. Substitution, i.e. a reduction in employment will 
be the result. The Union of Industrial and Employers Confederations of Europe 
(UNICE) strongly opposes the proposal. UNICE considers the differences in the legal 
treatment of part-time and temporary work as a normal factor of competition which 
do not need to be regulated at Community level. Furthermore, in their opinion, 
nothing should be done to limit these forms of contract, which provide enterprises with
20 Member States are required to adopt the necessary laws, regulations and administrative 
provisions to comply with the Directive no later than 30 June 1993 or ensure that by that date 
employers’ and workers’ representatives introducé the required provisions by way of agreements.
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the flexibility they need. Some examples of clauses which are particularly unacceptable 
to companies are: justification of the use o f atypical work (Art. 100.2.4); limitation to 
36 months (Art. 100A.4a); temporary workers not allowed to carry out work which 
requires long-term medical supervision (Art. 118A.6). There also is some opposition 
from governments. For instance, the U.K. Government sees the draft Direcdves as 
threatening “new restrictions in the flexibility of working patterns which has played 
such a vital part in the economic development of the 1980’s”. The proposed extension 
of social security coverage to those working over 8 hours per week but earning under 
£46 per week would mean that “these people would see a reduction in their earnings; 
and their employers, who would also have to make contributions on their behalf, might 
well decide that the costs were too great and simply wind up those jobs. In other words 
this proposal would hit the income and the jobs of some of the lowest paid people in 
Britain” (EIRR, 200, 1990). Disney and Szyszczak (1984) conclude for Britain that the 
Employment Promotion Act 1975 which extended employment protection to part-time 
employees has not reduced the level of part-time employment but has changed the 
mode of its utilisation: varying average hours of both full-time and part-time 
employees. Government opposition to the European Community Directive on part­
time work may therefore be unfounded. Not only the U .K  Government, also the 
Dutch (until recendy, see note 3) and the German governments think that an EC 
directive will cause problems and that the regulation with regard to atypical employ­
ment relations is the responsibility of employers’ and employees’ organisations. In their 
opinion regulation by collective agreement is better suited for the specific situations in 
an enterprise or branch, than a central directive. The European Commission also 
stresses the principle of subsidiarity, i.e. the two sides of the industry should play its 
full part within the framework of the proposed measures. The Belgian and Dutch 
experience clearly show that these collective agreements will not always be reached. 
Legal measures at national level may create considerable distortions. Harmonisation and 
regulations at Community level seem appropriate. Moreover, regulation does not imply 
a deterioration of the flexibility of the labour market, nor an increase in unemploy­
ment. On the contrary, the Swedish experience (See Chapter 7) shows that regulation, 
combined with an active labour market policy not only contribute to full employment 
and short-term flexibility but to long-term flexibility as well.
5.6 CO N CLU SIO N S
Job security provisions are often held responsible for the poor employment performance 
of European economies. First it is argued that obstacles to firing make labour unattrac- 
tive to firms as a factor of production, especially in very unstable environments. 
Secondly, it has been noted that fire restrictions may allow incumbent workers to 
bargain for higher wages, disregarding unemployment among “outsiders”. A negative 
impact on employment and long-term unemployment are the results. Empirical 
evidence does not support this positive impact of job security legislation on wages in 
Europe. Medium and long-term employment performance are unrelated to the degree 
of job security. Also Japanese firms do not seem to suffer from any loss in 
competitiveness because of the bargaining power of insiders. Moreover, job protection, 
combined with flexibility within the enterprise prevents the payment of social security
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benefits as well as the loss o f experience. Experience in the United States shows that 
employment security Iegislation beyond what the market delivers could be advan- 
tageous. Absence of employment security and intensive use o f short-term numerical 
flexibility may result in undertraining and decreased long-term efficiency and flexibility. 
Legal dismissal protection my reinfbrce careful, more systematic, and more forward- 
looking firm level human resource management policies. In the United States law on 
job security has changed during the past decade, and, in some respects, has begun to 
move towards or converge with some rules in Europe and Japan. In the three economic 
blocks, protective employment Iegislation has been designed with the full-time worker 
in mind, resulting in discrimination and exclusion of those workers on part-time and/or 
temporary contracts. Related to atypical employment there is a convergence between 
Europe, Japan and the United States towards more government involvement. After 
Luxembourg, a number of European countries that have deregulated strongly during 
the 1980s, including France, Portugal, and Spain, are moving again towards more legal 
restrictions on the use of certain types of labour contracts. In Belgium, Ireland and the 
Netherlands measures have been taken to ban excesses in the use of insecure atypical 
employment. In Japan, following a rapid growth of (illegal) temporary employment 
agencies, Iegislation was introduced to protect temporary workers. In the United States 
a Part-time and Temporary Workers Protection Act has been proposed.
Atypical employment contracts are often excluded from both employment protec­
tion Iegislation and from social security coverage. This results in an increase in marginal 
jobs and creates both external and internal labour market segmentation. In Sweden, 
labour law and social security regulations give no incentive to create marginal jobs. Also 
thresholds in Europe, Japan and the United States in taxes and social security contribu­
tions is an incentive for small part-time jobs or short fixed-term jobs. Contributions 
could be based on hourly pay rather than on weekly, monthly or annual earnings. 
Discrimination between contracts could be avoided and the status of atypical employ­
ment could be improved by a more individualised social security system. Also limited 
child care provisions can partly explain the frequency o f small part-time jobs. In 
Sweden, however, due to the child care provisions, the number of large part-time jobs 
grows, at the expense of small part-time jobs.
Despite the fact that many European govemments took measures to reduce labour 
market rigidities, Iike lowering firing costs, easing approval for collective dismissal, 
promoting part-time employment and fixed-term contracts, little research has been 
devoted to evaluating the effects of these flexibility measures. Govemments have made 
the labour market more flexible in order to lower the labour costs o f firms and induce 
employers to hire more workers. From this chapter it may be concluded that the 
policies adopted by the European govemments contributed to the growth of (marginal) 
part-time work and temporary jobs. European govemments induced flexibility at the 
margin, flexibility affecting certain groups of workers, but not the core workers, 
particularly in those countries where there are important obstacles to adjusting the 
permanent workforce. Moreover, in spite of the introduction of flexibility enhancing 
measures, job creation in EC Europe has not been particularly remarkable in the 1980s, 
and unemployment remains high. From the scarce research results the conclusion can 
be drawn that the policies of the European govemments aimed at creating more 
temporary jobs did not result in more employment. It merely resulted in a redistribu- 
tion of unemployment and a shift in the recruitment patterns in the direction of
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subsidised temporary jobs. The redistribution of unemployment, as well as the shorten- 
ing of the average unemployment spell will have a decreasing effect on wages and 
prevents hysteresis according to the insider-outsider theory, so enhancing private 
employment. However, it may also imply a more segmented internal and external 
labour market, increasing the power of the insiders and hence increase wages. The 
procyclical response of employment is larger after flexible contracts are made available: 
it increases employment in booms, but lowers it in recessions. Besides the negative 
impact of temporary work on capital accumulation, there also is a negative impact on 
skill acquisition. These may have implications for future (employment) growth. 
Temporary contracts do not only entail costs for the individual, but also for the 
economy as a whole. The differences in treatment of atypical labour contracts between 
the EC countries are considerable. This may result in an increase of the distortions of 
competition in the internal market. Besides the efficiency argument there is a distribu­
tion argument for (European) labour law and minimum social standards.
Progression in premiums and taxed may induce both employers, notably in high 
wage jobs, and employees, notably the less skilled, to agree on part-time work. Separate 
income tax systems create an incentive to switch earnings from one partner to another, 
which is not present under joint taxation. Also a threshold in contributions and high 
Progressive tax rates favour this earnings switch. A ceiling to the social security contri- 
budon and flat-rate contributions, on the other hand, discourage the substitution of 
earnings o f one partner for earnings of the other. A more radical option is the un- 
coupling of some benefits from an occupational activity. This would have a positive 
effect on the protection of the atypical employee. A legal right to part-time employ­
ment could be a first step into this direction. The latter will reduce the power of the 
insider. In this chapter various other policy instruments, including gradual retirement, 
job-sharing, part-time parental leave and organisational support, have been presented 
that promote secure, i.e. permanent part-time jobs. Changes in legislation are needed 
to promote job-sharing, notably in Europe. Application of these in part complementary 
instruments will imply the introduction of part-time work in male professions, in other 
sectors of industry, in other organisations, and in other (higher) functions. It improves 
the labour market participation rate and the flexibility of the labour market.
Empirical Research: Atypical Employment 
in Europe
CHAPTER 6
6.1 IN TRO DU CTIO N
From previous chapters it is clear that apart from external factors the rates and forms 
of atypical employment are also influenced by internal factors. The first include 
differences in economic and labour market situations, differences in social security 
systems and legislation, and differences in social and cultural factors. In this chapter the 
results are presented of a comparative empirical analysis o f the rates of part-time and 
fixed-term employment in eight European countries (Belgium, Denmark, Germany, 
Ireland, Italy, the Netherlands, Spain and the United Kingdom), using establishment 
data. Based on previous chapters, a number of hypotheses are formulated and tested. 
A muitivariate regression analysis is used to explain the variations in the rates o f both 
forms of atypical employment in general and of certain types of part-time and fixed- 
term employment. O f interest is the question if there is a common pattern of explain- 
ing factors for the eight European countries together or whether country-specific 
patterns can be distinguished. The relevance of the theory of the flexible firm and 
internal labour market segmentation theories for the eight countries under review will 
be established. ’
This chapter is organised as follows. First in Section 6.2 the data set will be 
described. In Section 6.3 the aim of the research is established and a number of 
hypotheses is formulated. Based on macro, i.e. country data, inter and intra country 
differences in the structure of general employment, and of part-dme and fixed-term 
employment will be analysed in Section 6.4. In Section 6.5 the results of a muitivariate 
regression analysis to explain the intra and inter country differences in the rates of part­
time and fixed-term employment are presented. In Section 6.6 the theory of the flexible 
firm is tested. Conclusions are drawn in Section 6.7.
6.2 TH E DATA SET
The data on which this chapter is based were collected by the European Foundation 
for the Improvement of Living and Working Conditions in Dublin. A major aim of 
the survey was to collect internadonally comparable data about the practical experiences 
with new forms of work, including part-time work, fixed-term contracts, evening work 
and Saturday work, and to establish the extent to which new forms of work and 
activity contribute to the improvement of the liying and working conditions. To 
accomplish this an interview-based survey amongst managers and employee representa- 
rives in the private sector was conducted in eight Member States o f the European 
Community, in a sample of 3,520 work establishments: in Belgium, Germany, Italy, 
Spain and the United Kingdom in 1989 and in Denmark, Ireland and the Netherlands
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in 1990. The data are representative for private-sector companies (excluding agriculture) 
with at least 10 employees. Central questions answered in the survey are:
-  the reasons behind the development of these forms of work;
-  the advantages and disadvantages perceived by employers on the basis of their 
practical experience;
-  the degree to which a larger choice of forms of work meets the economic and social 
needs/wishes of employers and employees.
The first general results of the survey were published at the beginning of 1992 
(Bielenski et al., 1992). In this chapter a more detailed analysis o f the data is presented. 
Our analysis is Iimited to the survey amongst managers and to two forms of atypical 
work: part-time work and fixed-term contracts. In the survey part-time employment 
refers to all working time arrangements of staff on the payroll with agreed weekly 
working hours below the usual full-time level. Fixed-term contracts are work contracts 
for a definite period. The work contract expires automatically at a certain date or -  
more seldom when the task has been carried out.1 The survey data make it possible 
to compare the socio-demographic structure of part-timers and persons on fixed-term 
contracts in different types of establishments — an approach which normally is not 
possible on the basis of data coming from surveys among individuals. O f course, one 
of the most interesting parts of the analysis is the comparison of the different countries 
and within a specific country between different sectors o f activity. The establishment 
is an interesting and adequate unit for analysis of practical experience with these forms 
of work. Work organisation is one major factor which determines the competitiveness, 
hence reliable and comparable data on the organisation of work in the establishments 
are important for political decision making.
The sample was composed in such a way that it was proportional in terms of 
workforce size -  as is customary in surveys of enterprises. This means that, compared 
to a sample proportional by companies, large enterprises are overrepresented because 
of their higher share of the workforce, while small enterprises are underrepresented 
owing to their smaller share. The percentages figures quoted in the text do not there- 
fore, strictly speaking, indicate to how many enterprises a particular characteristic 
applies, but rather how many employees in total work in those companies which, 
according to the information supplied by the interviewed managers, are characterised 
by a particular feature. To allow for cross-national data analysis the sample was 
compensated for disproportional non-responses and to redress the structure of the net 
sample according to the distribution of the employees in the universe, the national 
sample sizes were adjusted to the actual ratio of employees in the universe in the eight 
different countries, by means of an (international) employee proportional weighting.2 
For the analysis in this chapter use is made of a record of complete and consistent data 
of all entries which contain numerical data based on question 84 of the Management
1 In Italy the “contratti di formazione-lavoro” (contracts for qualification and work) are 
excluded. Apprenticeship contracts are excluded in Belgium, Germany and the United Kingdom, 
not in Spain. For Belgium and the Netherlands also “stagiaires” are excluded from the analysis.
2 The international employee proportional weighting factors are: for Belgium 0.2431; for 
Denmark 0.1569; for Germany 2.2953; for Ireland 0.1424; for Italy 1.1635; for the Netherlands 
0.5712; for Spain 0.5557 and for the United Kingdom 2.1388 (Bielenski, 1990).
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Questionnaire on the characteristics of the establishment (See Table 6.1). In total 2,709 
cases question 84 was answered completely and consistendy.3 Related to establishments 
with one or more part-timers or with one or more fixed-term contracts, respectively 
1,483 and 1,280 complete and consistent cases were available. There are in total 2,695 
cases, 1,602 “part-time cases” and 1,248 “fixed-term cases” allowing for international 
employee proportional weighting.
Table 6.1 Distribution o f cases by country
Country Survey
Total






Belgium 494 320 173 113 74 40 26
Denmark 404 380 260 95 60 41 15
Germany 506 398 312 210 905 709 476
Ireland 200 148 45 37 20 6 5
Italy 500 476 199 325 554 231 378
Netherlands 404 304 261 219 175 150 126
Spain 500 345 44 239 192 24 133
United Kingdom 512 338 189 42 716 400 89
Total 3,520 2,709 1,483 1,280 2,695 1,602 1,248
6.3 AIM OF TH E RESEARCH
The data allow us to look at two important issues: the degree to which different 
employers in different circumstances make use of part-time and temporary work and 
how the patterns of their use of these forms of work vary with the differences in 
organisational and social structures between countries. The central aim of the analysis 
in this chapter is to explain variations in thé use of part-time work and fixed-term 
employment contracts from establishment characteristics and from the advantages and 
disadvantages perceived by managers on the basis of their practical experience. That is 
why the computations are based on the rate of part-time work in establishments with 
at least one part-time employee on the payroll or based on the rate of fixed-term 
employment in establishments with at least one employee with a fixed-term contract 
on the payroll. The central questions are to what extent a relationship between the 
sectoral distribution of employment and the qualification and sex structure of the 
workforce on the one hand and the use of part-time and temporary work on the other
3 For more technical information and more details on the data cleaning see Bielenski (1990). 
Due to the fact that this cleaning resulted in less relevant cases, this might have implications for 
the representativeness o f the data.
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hand can be established and to what extent part-time employment and temporary work 
are complementary or substitutes. In (Atkinson, 1985) it is suggested that organisations 
using one form of atypical employment relationship also uses other forms, i.e. a kind 
of clustering of atypical forms of work is to be found. Also other theories explaining 
internal labour market segmentation, are demand-side dominated (See Chapter 3). 
Apart from this the structure of occupational levels differs according to the different 
production concepts used. The latter is explained by e.g. the advancedness of technol- 
ogy (Kern and Schumann, 1984), the structure of the labour relation system and the 
educational system (Maurice et aL, 1984) (societal effect approach). Besides external 
influences, differences in employment structure go hand in hand with the use of 
atypical forms of work, e.g. there could be a relationship between the share of 
unskilled/lower skilled/semi skilled workers and the amount of part-time work and 
fixed-term contracts. In general differences in employment structure can to some extent 
explain variations between countries as well as between sectors in the use of new forms 
of work. International comparative empirical research on this matter is very limited.
The following hypotheses will be tested in this chapter. The first hypothesis 
concerns the voluntary/involuntary character, i.e. the demand or supply dominance of 
part-time and fixed-term employment. The Chapters 2 and 3 showed that the demand- 
side of the labour market, that is the enterprises, are the most important factor behind 
the growth of temporary work, while for the growth of part-time work the supply-side 
of the labour market, that is the quest by (female) employees, is more important. 
Hypothesis 1 is that part-time employment is supply-side dominated, contrary to what 
has been suggested by the theoiy of the flexible firm and other internal labour market 
segmentation theories. Hypothesis 2  is that fixed-term employment is demand-side 
dominated.
From Chapter 3 it is clear that the qualiflcation level of the employment is of 
importance, when trying to explain the levels of part-time and fixed-term employment 
and differences in these levels between countries. Both part-time and fixed-term 
employment are mainly located and considered most suitable at the lower qualiflcation 
levels. Hypothesis 3  is that the rates of part-time and fixed-term employment are 
inversely related with the qualiflcation levels.
In Chapter 2 it was concluded that in EC Europe part-time rates are high in the 
service sector, notably the distributive trades. Fixed-term employment, on the other 
hand, is more equally distributed over the economic sectors. However, fixed-term 
employment in Europe is also more common in the service sector, notably the distribu­
tive trades, and in the building sector. Hypothesis 4  is that the service sector has a positive 
impact on the rates of part-time and temporary employment and that the industrial 
sector has a negative impact on the part-time and fixed-term employment rates.
In Europe, larger enterprises make less use of the part-time employment and fixed- 
term employment (See Chapters 2 and 3). Larger firms are more able to cope with 
uncertainties and selective personnel shortages and surpluses internally than small firms. 
Hypothesis 5  is that both the proportions of part-time and fixed-term employment in 
total employment are inversely related to the number of employees on the payroll.
Chapters 2 and 3 showed that the business cycle is of influence on the rates of part­
time and temporary employment. However, part-time employment has a heterogenous 
nature. Besides, supply-side influences on the number of part-time jobs, it may be used 
to avoid dismissals in a downturn, while in an upswing part-timers may become full­
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timers or the tap motive is used. A shift in the proportion of part-time workers can 
occur irrespective of a change in overall employment. Hypothesis 6  is that there is no 
relationship between the rate of part-time employment and overall employment growth. 
Hypothesis 7  is that there is a positive relationship between the growth of overall 
employment and the fixed-term employment rate.
The volume of atypical employment is influenced by the variability o f the product 
demand, as came forward from Chapter 3. A positive relationship is expected: the 
number of fixed-term contracts, minimum-maximum contracts and flexible part-time 
contracts is higher in establishments that have to cope with substantial changes in the 
workload when organising work. Hypothesis 8 is that there is a positive relationship 
between the rates of part-time and fixed-term employment and the presence of substan­
tial changes o f the workload.
In Chapter 4 it was concluded that there is a process of decentralisation of Euro­
pean industrial relations. In the bargaining at the enterprise level the interest of 
employees on part-time and temporary work contracts will not be represented. They 
are seen as a threat by the insiders. Based on empirical evidence presented in Chapter
3, we suppose that the absence of a formal employee representation at establishment 
level makes it easier for the employer to make relatively intensive use of atypical forms 
of work. Hypothesis 9  is that employee representation prevents employers from conclud- 
ing part-time contracts and temporary contracts.
Apart from these more objective characteristics, the rates of part-time employment 
and temporary employment are also influenced by the experience -  the perceived 
advantages and disadvantages — of the management with these forms of work. In 
Chapter 3 it was concluded that although differences can be found, the use of tempo­
rary and (permanent) part-time employment is mainly motivated or allowed for by the 
same reasons: improvement of the efficiency of the organisation, showing itself in 
greater flexibility of the organisation and/or reduction of the costs. From the employers’ 
point o f view both forms of atypical employment supply the same need.
Hypothesis 10 is that the part-time and fixed-term employment rates are positively 
related to the perceived economic advantages by managers of both part-time and 
temporary work, relative to those of permanent full-time work.
Hypothesis 11 is that the part-time and fixed-term employment rates are positively 
related to the perceived organisational advantages by managers of using part-time and 
temporary work.
Hypothesis 12 is that part-time and temporary employment are substitutes, contrary 
to what has been suggested by the theory of the flexible firm.
6.4 EMPLOYMENT STRUCTURE4
6.4.1 Total Employment
In Table 6.2 the distribution of employment over the main activity of the establish­
ments, i.e. economic sectors of the eight European countries is presented. Some
4 Note, that the data only refer to the private-sector companies (excluding agriculture) with 
at least 10 employees. This may explain the occurrence o f differences from official national data.
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interesting conclusions can be drawn from these data that are of relevance when 
analysing and explaining differences in the volume of atypical employment between 
countries. In the Netherlands the service sector employment -  notably the banking and 
financial and other services, is well above average, while the industry sector is relatively 
far below average. Also in Belgium, Denmark and the United Kingdom the service 
sector is above average, while the industry sector is below average. The United King­
dom is characterised by a small chemical industry and metal manufacture and relatively 
many other manufacturing industries and large distributive trades and hotels and 
transport and other services sectors. In Ireland most sectors are o f moderate size, while 
other manufacturing industries and distributive trades and hotels, catering, repairs are 
far above average. In Italy, Spain and Germany on the other hand the industrial sector 
is overrepresented, all branches of industry in Italy and Spain, and the metal manu­
facture in Germany. The service sector in these three countries is underrepresented.
From Table 6.3 it can be seen that Germany and the Netherlands have many very 
large establishments employing over 500 employees. In the Netherlands, moreover, only 
a very small proportion of employment is located in small (10-19) and medium sized 
(50-99) establishments. Also in Germany and the United Kingdom there are relatively 
few small establishments. The United Kingdom is overrepresented in the 200-499 class. 
Ireland and Italy only have few very large establishments, while being overrepresented 
in large establishments (200-499 persons). Belgium, Denmark, Ireland and Italy have
Table 6.3 Distribution o f establishments by number o f employees
Number of employees B DK G IRL I NL ES UK EUR8
10 < 19 21.1 24.1 14.3 21.5 21.7 8.6 17.3 15.1 16.4
20 < 49 20.8 21.8 21.8 20.6 20.9 25.1 27.0 24.8 23.0
50 < 99 12.5 15.3 13.5 18.9 14.3 8.4 11.4 16.6 14.0
100 < 199 16.9 13.0 12.4 14.7 10.4 17.0 12.7 7.4 11.1
200 < 499 12.3 10.6 11.1 18.6 22.2 17.3 13.7 19.3 16.2
500+ 16.4 15.2 26.9 5.7 10.6 23.6 17.9 16.7 19.3
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many small establishments, while large establishments are below average. Also in Spain 
larger establishments are underrepresented, while medium sized establishments are 
overrepresented. In part the size distribudon of the establishments between countries 
can be explained from the sectoral distribution: in general the average industrial 
establishment is bigger than the average service establishment.
Table 6.4 shows that the employment is evenly distributed over manual and non 
manual as well as over high/skilled and low/unskilled staff, while there are relatively few 
low clerical and administrative staff and relatively many high clerical staff. However, 
there are considerable differences between countries. In the Netherlands over 45% of 
employment are unskilled manual workers, the highest proportion of the eight coun­
tries, while less than 10% are skilled manual workers, the lowest proportion of the 
eight countries. In Italy and the United Kingdom around 23% of the employment are 
unskilled manual workers, the lowest proportion. The highest proportion of skilled 
manual workers is found in Spain (33%), followed by Germany and Italy (both over 
28%). The Netherlands (22%), followed by the United Kingdom (20%) have the 
highest proportion of low clerical staff. The lowest proportion of low clerical staff is 
found in Spain (13%), followed by Italy (15%) and Germany (16%). The United 
Kingdom (over 35%) and Italy (over 33%) have the highest proportions of high clerical 
staff, while Ireland (almost 22%) and the Netherlands (over 23%) have the lowest 
proportions. From this it may be concluded that in the Netherlands and Ireland the 
proportion of lower level employment in total employment is relatively high, while in 
Italy and Spain the proportion of higher level employment in total employment is 
relatively high. One may expect that part of the industry distribution of employment 
is reflected in the qualification distribution.
Table 6.4 Distribution o f total employment by qualification level
Country Unskilled manual Skilled manual Clerical low Clerical high
Belgium 31.0 22.3 17.7 29.0
Denmark 29.9 24.1 17.5 28.5
Germany 26.8 28.5 16.0 26.1
Ireland 35.9 22.7 19.6 21.8
Italy 23.6 28.1 14.8 33.6
Netherlands 45.4 9.3 21.7 23.6
Spain 28.0 33.1 13.2 25.6
United Kingdom 23.0 21.4 20.1 35.4
EUR8 26.7 25.3 17.1 30.9
From Table 6.5 it can be seen that in Spain (almost 21%) the proportion of females 
in total employment is the lowest, followed by the Netherlands (just over 26%). The 
highest proportions of females in total employment are in Ireland (over 37%) and the 
United Kingdom (over 35%). One may expect a relationship between female employ­
ment and the sectoral employment structure. Females are overrepresented in the service 
sector. Table 6.5, moreover, shows that the majority of women are in clerical employ­
ment, notably in the United Kingdom. In the Netherlands, Ireland and Germany
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Clerical low Clerical high
Belgium 28.4 21.8 6.2 36.8 35.1
Denmark 31.8 23.3 5.9 39.8 31.0
Germany 30.0 25.9 4.1 35.3 34.6
Ireland 37.5 27.9 12.1 43.8 16.2
Italy 29.7 18.4 9.7 32.1 39.8
Netherlands 26.3 30.2 4.5 44.6 30.8
Spain 20.8 21.9 10.9 29.2 38.0
United Kingdom 35.3 16.9 6.5 45.6 31.0
EUR8 30.5 21.8 6.5 37.8 33.8
relative high proportions are in unskilled manual employment, while these proportions 
are low in Italy and the United Kingdom. From a comparison of Table 6.4 and Table
6.5 it can be concluded that women are underrepresented in manual, notably skilled 
manual employment, and overrepresented in clerical, notably low clerical employment.
6.4.2 Part-time Employment
Related to the volume of part-time a distinction can be made between incidence and 
rate. In Europe, on average, establishments representing over 40% of employment do 
not have experience with part-time employment, ranging from 14% in the Netherlands, 
over 21% in Germany to 58% in Italy, 70% in Ireland and almost 88% in Spain (See 
Table 6.6). From Table 6.6 it can also be derived that in the establishments represent­
ing half of those with at least one part-time employee on average the part-time rate is 
less than 5%, while in two thirds the rate is below 10%. However, the share o f part­
time employment shows significant differences between the European countries. In the 
Netherlands, and to a lesser extent also in Denmark and Germany, the proportion of 
establishments with only a small share of part-time employment (0<5%) in total 
employment is low, while the share of establishments with high proportions (>20%) 
of part-time employment is high. The shares of part-time employment in the establish­
ments in Ireland, Spain and Italy are relatively low, while the United Kingdom is
Table 6.6 Proportions o f part-time employment in total employment by size class
Size class (%) B DK G IRL I NL ES UK EUR8
0 45.9 31.4 21.6 69.7 58.2 14.1 87.8 44.1 40.6
> 0 < 5 29.3 21.1 37.6 17.8 29.4 31.5 7.7 27.3 29.9
5 < 10 11.8 18.8 16.1 2.6 8.4 20.7 2.6 11.6 12.5
10 < 20 6.6 15.3 12.6 6.2 2.7 18.6 0.9 9.7 9.2
20 < 50 5.3 9.6 9.8 3.2 0.8 7.5 0.6 6.2 6.1
> 50 1.2 3.6 2.4 0.6 0.4 7.6 0.6 1.1 1.9
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intermediate. Hence, countries with a high (low) incidence of part-time employment 
also have high (low) rates o f part-time employment.
Table 6.7 shows that the average proportion of part-time employment in total 
employment is almost 6%. This proportion, however, varies considerably between 
countries, from close to 13% in the Netherlands to 2% in Italy and just over 1% in 
Spain. Females are overrepresented in part-time employment. Most part-timers are 
females. The proportion of women in part-time employment is 88.6% on average. In 
Germany, Italy and Denmark the proportion is around 90% and is around 84% in 
Ireland and the Netherlands and over 87% in Belgium and the United Kingdom. In 
Spain the proportion is the lowest (64%).
In Table 6.8 the distribution of part-time employment by qualification level is pres­
ented. With the exception of Ireland (41%) and Spain (50%) more than 60% of the 
part-time employment concerns clerical employment. In Italy it is even 75%. Part-time 
employment is relatively frequent at the clerical low, notably in Belgium, and unskilled 
manual level, with the exception of Italy and Spain. In the latter two countries part­
time is also frequent at the clerical high level. In Ireland almost half is at the unskilled 
manual level. The part-time rate at the skilled manual level is 10% or less.
Table 6.7 Proportion o f part-time employment in total employment and proportion of 
females in part-time employment








United Kingdom 5.4 87.7
EUR8 5.8 88.6
Table 6.8 Part-■time employment by qualification level
Country Unskilled manual Skilled manual Clerical low Clerical high
Belgium 22.6 5.5 52.4 21.2
Denmark 25.5 3.2 46.7 24.6
Germany 31.6 3.9 43.5 19.6
Ireland 48.7 10.0 35.6 5.7
Italy 19.5 5.5 37.1 37.9
Netherlands 32.8 3.9 49.1 14.2
Spain 40.1 8.6 17.4 32.9
United Kingdom 34.8 6.9 44.5 13.9
EUR# 30.6 5.0 43.2 21.2
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From Table 6.9 it can be seen that, like part-time employment in general, the 
majority of women on part-time jobs, notably in Italy, is in the clerical employment, 
with the exception of Ireland and Spain. Female part-time employment is high in 
clerical low and in skilled manual employment. Italy and Spain are exceptions. The 
proportion of female part-timers in skilled manual employment is low. In Spain part­
time employment is important in unskilled manual and clerical high employment. In 
Ireland, almost 60% is in manual employment. From a comparison of Table 6.8 and 
Table 6.9 it may be concluded that part-time employment for males is relatively 
important — on average — at skilled manual and unskilled manual level and unimpor- 
tant at clerical low level.
From Table 6.10 it can be seen that on average for the eight countries under 
review, the proportion of part-time employment is higher in the service sector, in some 
countries considerably so, than in the building or industrial sector. Hence, the data 
confirm the overrepresentation of part-time employment in the service sector. This is 
certainly the case in Belgium, Denmark, Germany, Italy and the Netherlands, while 
part-time employment is more evenly distributed over the industrial and service sector 
in Ireland, Spain and the United Kingdom. Table 6.10, moreover, shows that within
Table 6.9 Women on part-time contracts by qualification level
Country Unskilled manual Skilled manual Clerical low Clerical high
Belgium 22.2 4.1 53.7 20.0
Denmark 22.2 3.5 49.9 24.3
Germany 31.3 2.8 44.4 21.5
Ireland 46.6 11.0 39.6 2.8
Italy 18.9 4.2 38.8 38.1
Netherlands 30.8 2.8 52.1 14.4
Spain 42.5 9.1 17.5 30.9
United Kingdom 34.6 5.6 47.2 12.7
EUR8 30.0 3.8 45.0 21.1
Table 6.10 Distribution o f part-time employment rates by main activity
Main activity B DK G IRL I NL ES UK EUR8
Energy and water 1.2 9.0 2.7 0.0 0.4 5.1 0.7 2.9 2.6
Chemical industry 2.4 5.4 4.0 1.3 1.3 4.4 0.2 4.3 2.7
Metal manufacture 0.6 4.2 4.0 1.1 1.0 5.2 0.2 2.8 2.7
Other industries 3.0 6.8 7.3 2.3 1.4 6.8 1.9 3.7 4.0
Building 1.0 2.9 2.9 0.0 1.9 2.6 0.0 2.8 2.4
Retail, hotels etc. 6.6 14.2 12.3 3.5 3.3 18.2 1.4 10.4 10.2
Transport etc. 6.0 5.6 10.9 1.6 2.8 6.4 0.0 4.0 5.9
Banking, finance, etc. 5.8 13.1 13.1 0.8 2.8 15.8 3.1 4.5 7.9
Other services 17.7 18.0 28.7 13.1 13.0 26.3 0.0 4.2 15.5
Total 4.8 9.2 8.2 2.8 2.0 12.6 1.1 5.4 5.8
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the industrial sector part-time employment is relatively frequent in “other industries” 
and infrequent in the “building” sector. This holds for most of the countries. Within 
the service sector there are considerable differences as well. In most countries, the 
highest proportions are found in the “other services” and the “retail and hotels etc.” 
branch, followed by “banking and finance”.
“Working every morning” is the most important type of part-time employment (See 
Table 6.11). However, there are considerable differences between the eight countries. 
In Italy it represents over 81%, in Spain 77% and in Germany almost 74% of all part­
time employment, while in Belgium and Ireland this is just over one third. In Italy, 
Germany and Spain all other types of part-time employment are below average, except 
“every afternoon”. Another conclusion that can be drawn from Table 6.11 is that the 
use of different types of part-time employment is high in Belgium, where “some days 
fiill-time”, is the most important type and “flexible working hours” is relatively high. 
In the United Kingdom “some other fixed hours every day” and “some days full-time” 
are far above average. Also in the Netherlands and Ireland “some days full-time” are 
above average, i.e. the second most important type of part-time employment. In Ireland 
also the “flexible working hours” is high. The latter is also above average in the 
Netherlands and the United Kingdom. The highest proportion is found in Denmark.
From Table 6.12 it can be seen that 20<25 hours of work per week represents the 
most important category: on average 40% of total part-time employment, followed by
Table 6.11 Most important type ofpart-time employment
Type B DK G IRL I NL ES UK EUR8
Eveiy morning 34.4 44.5 73.9 35.3 81.5 44.0 77.1 40.9 61.9
Every afternoon 4.7. 8.5 7.0 17.8 7.1 7.3 4.6 4.5 6.4
Other hoon eveiy day 3.8 16.6 3.1 6.7 6.5 6.4 4.2 30.7 11.4
Some days fiill-time 41.2 19.0 8.0 15.5 0.6 29.6 9.0 13.7 11.5
One week full-time 2.8 2.2 - 3.0 0.6 0.3 - 0.2
Flexible hours 6.5 6.8 5.0 6.5 2.2 6.7 5.1 5.4 4.9
Others 6.7 2.3 3.0 15.2 1.6 5.5 4.8 3.6
Table 6.12 Part-time employment by hours o f work per week
Country <10 hours 10<15 15<20 20<25 25<30 >30 flexible
hours hours hours hours hours hours
Belgium 3.8 3.7 31.6 34.0 14.5 11.5 0.9
Denmark 4.0 4.4 20.1 30.8 24.9 13.1 2.7
Germany 4.6 7.8 31.8 38.5 11.0 5.2 1.1
Ireland 3.7 21.8 36.4 44.7 9.3 3.4 -
Italy 1.1 0.9 6.5 65.3 17.3 7.0 1.9
Netherlands 6.5 6.3 17.0 36.2 10.3 19.9 3.8
Spain 12.4 10.7 37.6 25.4 7.9 5.2 0.8
United Kingdom 4.3 8.2 36.9 31.6 12.6 5.0 1.4
EUR8 4.2 6.7 27.8 40.0 12.6 7.1 1.6
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15<20 hours (28%). Together they represent two thirds of total part-time employment 
in the eight countries. Hence, half-time employment prevails. There are, however, 
differences between countries. In Italy over 65% of part-time employment is 20<25 
hours per week, while only 6.5% between 15 and 20 hours per week. High proportions 
of <10 hours are found in Spain and the Netherlands. The 10<15 hours contracts are 
above average in Ireland, Spain and the United Kingdom. In Denmark, the Nether­
lands and Belgium also the 25<30 hour category is important. The >30 hours category 
is important in Denmark, the Netherlands and Belgium. Flexible hours are relatively 
important in the Netherlands and Denmark, and relatively unimportant in Belgium 
and Spain.
According to the interviewed managers, in establishments representing over 41% of 
the employment, the needs of the establishment are the main reason for using part-time 
employment; in over 36% it is the employees wishes, while in just over 22% both 
reasons are equally important (See Table 6.13). There are country differences. In Italy 
employees wishes (72%) are the main reason, in Belgium, the Netherlands and 
Denmark also employee wishes are important, while in Ireland (67%), the United 
Kingdom (59%), Spain (almost 52%) and Germany (42%) the needs of the establish­
ment are important.
Table 6.13 Main reasons for introducing part-time employment
Country Needs of 
Establishment
Employees wishes Both reasons equally 
important
Belgium 25.7 49.5 24.8
Denmark 29.2 44.9 25.9
Germany 42.7 29.3 28.1
Ireland 67.0 22.7 10.3
Italy 13.2 71.9 14.9
Netherlands 38.1 45.6 16.3
Spain 51.7 35.7 12.6
United Kingdom 58.8 22.7 18.5
EUR8 41.4 36.4 22.2
6.4.3 Fixed-term Employment
Also related to the volume of fixed-term employment a distinction can be made 
between incidence and rate. In Europe on average the establishments representing about 
54% of the employment do not have experience with fixed-term employment, ranging 
from 28% in the Netherlands, 31% in Spain, 32% in Italy, to 74% in Ireland, 75% 
in Denmark and over 87% in the United Kingdom (See Table 6.14). Hence, high 
users are Spain and the Netherlands and low users are the United Kingdom and 
Denmark On average, in half of the establishments that have experience with fixed- 
term employment the proportion of fixed-term employment in total employment is 
below 5%, while in three-quarters the rate is below 10%. Establishments with relatively 
high proportions are found in countries that also have a high incidence: Spain, Italy 
and the Netherlands.
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Table 6.14 Proportion o f fixed-term employment in total employment by size class
Size class (%) B DK G IRL I NL ES UK EUR8
0 64.2 74.7 47.4 74.4 31.9 28.1 30.8 87.8 53.8
> 0 < 5 22.4 19.6 36.2 12.8 22.3 33.2 15.3 7.1 23.0
5 < 10 6.6 2.6 9.3 5.6 20.0 18.0 15.7 2.4 10.4
10 < 2 0 5.7 1.0 5.6 5.4 18.9 13.3 16.8 1.0 8.4
20 < 50 0.9 1.7 1.5 1.0 6.0 6.5 16.1 1.5 3.8
> 5 0 0.2 0.2 - 0.8 0.8 0.9 5.3 - 0.6
For the eight countries under review, the average proportion of fixed-term employment 
in 3.9% (See Table 6.15). The highest proportions are found in Spain (12.5%), 
followed by Italy (7.0%) and the Netherlands (6.6%). The United Kingdom (0.9%) 
and Denmark (1.3%) have the lowest proportions. These proportions vary less than is 
the case o f part-time employment. Also the distribution o f fixed-term employment by 
sex is more even than is the case with part-time employment. The average proportion 
of women in the fixed-term employment is 44%. Unlike part-time employment, the 
majority (60-70%) of those in fixed-term employment are males. A clear exception is 
Italy where 70% are females, while in Denmark and Germany there is a 50-50 split 
between the sexes.
From Table 6.16 it can be seen that the proportion of fixed-term employment -  
on average for EUR8 -  is higher in the industrial and building sector than in the 
service sector. Hence, this confirms that temporary employment is more frequent in the 
industrial than in the service sector. However, the highest proportion of temporary 
work is found in “other services”. Moreover, there are considerable differences between 
countries. In Spain and Denmark the highest proportions are found in the building 
sector, while in Belgium and the United Kingdom it is one of the lowest in this sector. 
In Italy and the Netherlands the “retail and hotel” branch have the highest proportions, 
while they have the lowest proportion in Denmark, Ireland and the United Kingdom.
Table 6.15 Proportion o f fixed-term employment in total employment and the proportion 
o f females in fixed-term employment
Country Proportion of fixed-term 
employment









United Kingdom 0.9 31.6
EUR8 3.9 44.0
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In Belgium, Germany, Ireland and the United Kingdom the “other services” have the 
highest proportion of fixed-term employment in total employment. Also in the 
Netherlands this proportion is high.
From Table 6.17 it can be seen, that the majority of the fixed-term contracts have 
a duration between 3 and 12 months. Notably this is the case in Italy and the Nether­
lands. In Italy over half and in the Netherlands almost half of the fixed-term contracts 
concern those of 6<12 months of duration. In Belgium almost half of the fixed-term 
contracts have a duration of 3<6 months. In Spain it is over 42%. In the Netherlands 
the contracts of less than three months are relatively few, while these contracts are of 
relative importance in Denmark and Belgium. In Germany the 12<18 months contracts 
are relatively important, while in the United Kingdom and Spain the contracts of over 
two years of duration are relatively high.
Fixed-term employment is a litde more frequent in manual, than in clerical employ­
ment, notably in Spain (64%) and Germany (59%). The exception being the United 
Kingdom (35%). Fixed-term employment is highly represented at the unskilled manual 
level and at the clerical low level. Over two thirds are at these levels. Exceptions are the
Table 6.16 Distribution o f fixed-term employment rates by main activity
Main activity B DK G IRL I NL ES UK EUR8
Energy and water 0.0 3.2 1.0 1.0 1.4 0.7 3.1 0.0 1.1
Chemical industry 1.9 0.8 3.2 2.7 6.1 4.9 9.2 0.2 4.5
Metal manufacture 3.0 0.6 2.6 3.5 6.6 5.1 6.5 1.0 3.8
Other industries 1.7 1.5 3.4 1.1 8.7 4.8 13.8 0.4 4.6
Building 0.5 4.9 1.3 2.4 4.6 4.9 32.8 0.2 4.3
Retail, hotels etc. 0.8 0.3 1.7 0.8 10.2 8.9 16.5 0.0 3.4
Transport etc. 3.6 0.8 4.3 0.0 5.4 5.8 8.5 1.1 3.4
Banking, finance, etc. 2.8 0.8 0.9 1.9 3.9 7.2 6.7 2.6 3.1
Other services 5.1 2.9 5.7 7.7 5.1 8.4 14.3 2.8 5.4
Total 2.1 1.3 2.5 2.0 7.0 6.6 12.5 0.9 3.9













Belgium 22.3 47.5 23.1 1.8 2.0 3.1
Denmark 27.5 32.6 29.8 1.6 4.8 2.7
Germany 12.7 33.6 29.0 21.3 2.4 1.1
Ireland 13.8 33.4 32.2 6.5 5.6 9.9
Italy 7.5 35.9 50.4 4.0 1.9 0.4
Netherlands 2.0 37.3 48.6 6.3 2.7 2.6
Spain 7.7 42.2 29.3 5.9 2.3 12.2
United Kingdom 10.2 28.9 35.2 5.0 0.0 19.5
EUR8 10.3 35.5 34.4 13.0 2.2 4.6
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United Kingdom and Ireland, where it is relatively high at the clerical high level and 
Spain where it is high at skilled manual level (See Table 6.18). Compared with part­
time employment (See Table 6.8), fixed-term employment is more frequent both at the 
unskilled and skilled manual levels, and less frequent both at the clerical low and 
clerical high level. Hence, part-time employment is more evenly distributed over the 
qualification levels, while fixed-term employment is more concentrated at the lower 
qualification level.
The majority of women on fixed-term contracts are in clerical employment, the 
exception being Ireland. Females are highly represented at the clerical low and at the 
unskilled manual level and below average at the skilled manual level (See Table 6.19). 
A comparison of Table 6.18 and 6.19 shows that males on fixed-terms contracts are 
overrepresented at the skilled manual and unskilled manual level.
From Table 2.20 it can be seen, that the main reason for introducing fixed-term 
employment is the replacement of absent staff, followed by “temporary tasks”. These 
“traditional reasons” were indicated to be the most important by managers representing 
53% of employment. However, besides these traditional reasons, also “new reasons” are 
of importance. The uncertainty about the future workload is the third most important 
reason for making fixed-term contracts, followed by long probationaiy period and labour 
law. On average these new reasons where mentioned to be the most important by
Table 6.18 Distribution o f fixed-term contracts by qualification level
Country Unskilled manual Skilled manual Clerical low Clerical high
Belgium 41.1 8.7 34.8 15.4
Denmark 23.5 16.2 33.2 27.1
Germany 42.0 17.0 23.1 17.9
Ireland 38.5 15.6 14.6 31.2
Italy 44.4 7.4 31.7 16.5
Netherlands 47.3 4.0 30.4 18.3
Spain 42.5 21.3 16.3 19.8
United Kingdom 18.4 16.1 25.0 40.5
EUR8 41.4 13.0 26.2 19.4
Table 6.19 Women on fixed-term contracts by qualification level
Country Unskilled manual Skilled manual Clerical low Clerical high
Belgium 19.7 3.4 58.1 18.8
Denmark 28.6 3.0 44.5 23.9
Germany 38.5 4.4 34.1 23.0
Ireland 54.3 5.9 23.7 16.0
Italy 25.3 5.2 49.0 20.5
Netherlands 35.5 2.9 45.3 16.3
Spain 31.6 11.0 31.4 26.0
United Kingdom 23.5 1.9 36.6 38.0
EUR8 32.3 4.8 40.0 22.8
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establishments representing over 38% öf employment. Employees’ wishes were only of 
little importance. These data confirm the demand-side dominance of fixed-term 
employment. There are, however, considerable country differences. In Denmark the 
“temporary tasks” was indicated by establishments representing 51% of the employment, 
followed by Belgium (47%), while in Germany and the Netherlands only by 21%. The 
“replacement o f absent stafF’ was most important in Italy (64%), followed by Germany 
(36%) and Denmark (35%). In Spain (31%) the “uncertainty about the future work- 
load” was the most important reason, followed by a long probationary period (26%). 
In the Netherlands “long probationary period” (38%) was the most important reason, 
followed by “uncertainty about the future workload” (25%). “Employees’ wishes” were 
relatively important in the United Kingdom. “labour law” had some importance in 
Spain, Germany, the Netherlands and Belgium. From this it may be concluded that 
the new reasons are relatively widespread in Spain, the Netherlands and in Germany, 
followed by Belgium, Ireland, the United Kingdom and Denmark.
Table 6.20 Most important reasons for making fixed-term contracts
Reason B DK G IRL I NL ES UK EUR8
Temporary Tasks 46.7 50.8 21.2 22.1 28.4 21.1 22.9 39.6 25.2
Replace absent staff 16.9 34.9 36.1 20.2 63.6 6.6 5.5 10.5 27.7
Unsure about future workload 15.1 2.7 18.9 21.3 * 24.5 30.6 14.9 18.5
Long probationaty period 
Labour laws makes it difficult to
11.5 1.0 12.0 - * 37.8 26.3 4.6 15.3
lay-off redundant workers 5.1 1.6 6.1 3.6 * 5.4 6.4 - 4.7
Employees’ wishes 1.8 5.0 1.4 - 1.1 - - 14.9 2.3
Other reasons 3.0 4.0 4.3 32.9 6.8 4.6 8.3 15.4 6.3
‘ Statement does not apply in Italy.
6.5 MULTIVARIATE REGRESSION ANALYSIS
6.5.1 Introduction
In this section the results are presented of multivariate regression analyses aiming at 
explaining the variations in the rates of part-time and fixed-term employment and the 
rates of certain types of part-time and fixed-term employment. The hypotheses formu- 
lated in Section 6.3 will be tested under four different conditions:
1. for part-time and fixed-term employment in general;
2. for small part-time and short fixed-term employment;
3. for all establishments;
4. for establishments with more than 100 employees on the payroll.
In order to allow for the influence of experience, the computations are based on the 
rate o f part-time work in establishments with at least one part-time employee on the 
payroll or on the fixed-term employment rate in establishments with at least one 
employee with a fixed-term contract on the payroll. The analyses in this section 
concern the international employee proportional weighted Europe together (EUR8) and 
each of the eight countries separately.
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6.5.2 Selection Procedure o f Variables and Variable Definitions
From the management survey those independent variables are selected which can be 
interpreted as suitable indicators, for the variables contained in the hypotheses formu- 
lated in Section 6.3. To identify relevant independent variables for inclusion in our 
regression analysis, three consecutive steps have been taken. First, all variables taken 
from the questionnaire that were considered to have any possible impact on the part­
time and fixed-term rates, based on theory and/or international evidence presented in 
previous chapters, were included in bivariate constructed correlation matrixes of the 
dependent and independent variables. To identify separable explaining aspects, those 
(possible) explaining variables with a first order correlation of less than 0.20 with the 
dependent were excluded. However, in case a certain variable would be exduded based 
on these bivariate correlations, that is an important determinant from empirical 
evidence or from the theoretical point of view, it was still included in the analysis, e.g. 
past trend in number of people on the payroll. Moreover, for some independent 
variables that were considered important determinants, e.g. hourly cost advantages, and 
that would be excluded based on the correlation matrix, new variables from a cluster 
of the original variables contained in the questionnaire (See Bielenski, 1990) have been 
constructed. Multicollinearity, i.e. high correlation between the independent variables 
can substantially affect the reliability of multiple regression analysis. Related to those 
independent variables with a first order correlation of more than 0.20 with another 
independent, a selection had to be made and one would have to be excluded from the 
analysis. No exclusion of correlating independent variables was necessary. However, 
because of the correlation between presence of employee representation and number 
of employees, in order to establish the impact of the works council on the part-time 
and fixed-term rates, separate calculations have been made for all establishments and 
those with 100 and more employees on the payroll.
The dependent variables are calculated proportions, i.e. percentages of (a certain 
form of) part-time or fixed-term employment in the total number of employees on the 
payroll. This allows a comparative analysis of the data. A number of independent 
variables that refer to the establishment characteristics of a quantitative and more 
objective nature are the original variables in the questionnaire, e.g. number of 
employees on the payroll, or are computed or recoded variables, e.g. economic sector, 
and sex and qualification structure of the workforce, while other variables refer to 
(recodes of) answers, i.e. opinions expressed by the responding managers about expe­
rience -  perceived advantages and disadvantages -  with part-time and/or fixed-term 
employment in their establishment, e.g. turnover rate, motivation, and perceived cost 
and organisational consequences. Annex 1 to this chapter contains the descriptions of 
each of the dependent and independent variables selected for the different regression 
analyses. For the missing data, a listwise deletion has been applied. A case is eliminated 
if it has a missing value on any variable in the list.
6.5.3 Regression Analysis o f Part-time Employment Rates
6.5.3.1 Part-time Employment in All Establishments
In Table 6.21a the regression results related to the rates of part-time employment are 
presented. At the weighted EUR8 level, the goodness o f fit of our regression model is 
modest. The weighted average of the statistic adjusted coëfficiënt o f determination, R2-
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adjusted, is 0.39.5 However, the proportion of explained variation of the part-time rate 
by our model varies for the separate countries. R2-adjusted is relatively high for the 
Netherlands and Belgium and relatively low for Ireland and Italy. Table 6.21a also 
contains the partial regression coefficients and the relevant f-statistics. For the separate 
countries the number of cases may be low. This may explain why for Spain and Ireland 
fewer coefficients are significantly different from zero, than for EUR86 and countries 
like Germany, Denmark, the Netherlands and the United Kingdom. A relevant 
question is whether country-specific patterns can be distinguished. In order to establish 
this, each country is compared with the employee proportionally weighted average of 
the other seven countries (EUR7), the country under review not included. These 
calculated differences are presented in Table 6.21b.7 A country specific effect o f an 
independent variable applies when the coëfficiënt of the deviation differs significandy 
from the EUR7 average. Three patterns of explaining variables can be distinguished: 
a country specific, a common and a uniform pattern. Related to part-time employment, 
countries with relatively many significant differences from the average are Belgium, 
Italy and the Netherlands, indicating country specific patterns of explaining variables. 
An interesung result is that for Denmark, Germany and the United Kingdom only one 
significant difference is found, indicating a common pattern of explaining variables, 
while for Spain and Ireland no coëfficiënt differs significantly from the average, 
indicating a uniform pattern of explaining variables for the latter two countries. Most 
differences are found in the independent variables concerning the objecdve establish­
ment characteristics: the proportion of females in the workforce, the sectoral distribu­
tion, the size of the establishments, the average qualification level and problem with 
changes in the workload. Related to experience significant coefficients are found for the 
turnover rate, manpower productivity, communication problems and the quality of 
services or products, and are mainly located in Belgium and Italy.
Table 6.21a shows that at the weighted EUR8 level, the most significant determi­
nant of the part-time employment rate is the proportion of females on the payroll. This 
is in line with the supply-side dominance of part-time employment in Europe and 
seems to confirm hypothesis 1. The partial regression coëfficiënt is relatively high for 
the Netherlands and relatively low for Italy, Spain and Ireland, while Belgium, Den­
mark, Germany and the United Kingdom hold an intermediate position. All coeffi­
cients point into the same direction. Only for Ireland and Spain the partial regression 
coefficients do not differ significantly from zero. Based on bivariate analysis, Bielenski 
et al. (1992, p. 47) co me to the conclusion that employment of women does not 
necessarily imply a certain level of part-time employment. Our estimates, however,
5 R2-adjusted = R2 - [/>(l-R2)/(N-/>-l)], where N  is the number o f observations and p is the 
number o f independent variables in the equation. R2-adjusted can be negative when there is a low 
R2 and many independent variables in the equation.
6 The partial regression coefficients (B) for EUR8 are calculated as follows: (E weight *  B 
country) : Ê  weight. SE EUR8 is calculated as follows: v' [(£ weight2 * SE2 country) : (E weight)2]. 
t  EUR8 = B EUR8 : SE EUR8.
7 Deviations are calculated as follows. B (EUR7) = B (EUR8 -  country). For calculation o f 
B EUR8, B EUR7 and SE EUR8 see note 5. B deviation = B country — B EUR7. SE EUR7 = SE 
EUR8 -  country. SE deviation = V (SE2 country + SE2 EUR7). SE2 EUR7 = (2 weight2 *  SE2 
country) : (Z weight)2. t deviation = B deviation : SE deviation.
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show a significant positive relationship between the rate o f part-time employment and 
the proportion of female employees in the establishment. The high partial regression 
coëfficiënt found for the Netherlands is in line with the reentry of (married) women 
occupying the newly created jobs -  most of which were part-time -  in the second half 
of the 1980s (Cf. Delsen, 1993b). Table 6.21b shows for the Netherlands a significant 
positive and for Italy a significant negative coëfficiënt. In Italy the part-time rate is low 
and less dominated by females (See also Chapter 2). These two countries have specific 
patterns. For the other countries the effect o f this independent variable is similar to 
that for EUR7.
For the weighted eight countries (EUR8) the second most significant determinant 
o f the part-time rate is the average qualiflcation level. High values for the partial 
regression coefficients are found for Spain, Ireland and Belgium; reladve low values for 
Germany and the United Kingdom. The inverse relationship for EUR8 confirms 
hypothesis 3 that part-time employment is more frequent at the lower qualiflcation 
levels, i.e. in lower skilled jobs, supposing that the qualiflcation of employees is highly 
correlated with the level o f their jobs. The exception is Italy with a low positive 
relationship. For most countries, the partial regression coefficients are significandy 
different from zero, Ireland, Italy and Spain being exceptions. Table 6.21b shows for 
Belgium a significantly more negative relationship between the part-time rate and the 
average qualiflcation level, while Italy has a significandy less negative relationship. In 
Italy part-time employment is more equally distributed over the qualiflcation levels and 
in Belgium less equally, i.e. more concentrated at the lower level. The bivariate analysis 
in Section 6.4 showed that in Belgium part-time employment is overrepresented at the 
low clerical level, while in Italy part-time employment is overrepresented in high 
clerical work and underrepresented in low manual work (See Table 6.8). For the other 
countries the effect o f this independent variable is similar to that for EUR7.
For EUR8 the third most significant determinant of the part-time rate is the sector 
of activity. The part-time rate is higher in the service sector than in the industrial 
sector, confirming hypothesis 4. The positive partial regression coefficients (See Table 
6.21a) are high for Belgium and Spain, low for Italy and Ireland, and intermediate for 
the other countries. For Spain, Italy, Ireland and the United Kingdom the partial 
regression coefficients are insignificant. Table 6.21b shows that for Belgium the 
sectoral distribution of employment has a significant positive impact relative to the 
other seven EC countries, while for Italy the sectoral distribution of employment has 
a significant negative impact (See also Table 6.10). A country specific pattern applies 
for these two countries. In Italy part-time employment is more equally distributed over 
the two economic sector, while in Belgium it is more concentrated in the service 
sector.
The number of employees on the payroll exerts a marginal negative impact on the 
part-time rate for EUR8. The significant inverse relationship between establishment size 
and part-time rate for EUR8 confirms hypothesis 5. The partial regression coefficients 
are close to zero. For the Netherlands a positive value is found. For Italy and the 
United Kingdom the partial regression coefficients are significandy different from zero. 
Table 6.21b shows that for Germany and the Netherlands this independent variable 
has a significandy less negative impact, while in the United Kingdom the number of 
employees on the payroll has a significandy more negative impact on the part-time rate. 
Also here a country specific pattern applies.
Table 6.21a Multiple regression results explaining the proportion o f part-time employment 
in the total workforce, all establishmentf
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Independent variables EUR8 Belg Denm Esp Ger Italy Irel Netherl UK
Constant 21.31** 46.30** 34.99** 96.14 10.56 -4.38 -0.54 38.63** 20.35
(4.05) (3.94) (3.66) (2.16) (1.53) (-0.83) (0.02) (3.47) (1.94)
Sector 4.86** 10.59** 7.47** 9.70 6.42** 0.43 1.78 5.17* 3.63
(5.14) (4.05) (3.74) (1.56) (4.21) (0.42) (0.39) (2.01) (1.80)
Proportion of females 0.20** 0.19** 0.25** 0.14 0.24** 0.07** 0.05 0.44** 0.20**
(9.65) (3.84) (6.89) (0.81) (8.35) (2.99) (0.60) (9.08) (4.96)
Average qualification -0.52** -0.99** -0.62** -1.36 -0.44** 0.13 -1.05 -0.73** -0.59**
level (-5.22) (-4.69) (-3.67) (-1.56) (-3.36) (1.09) (-1-65) (-3.54) (-3.18)
Past trend in -0.21 0.74 -0.50 -2.04 -0.85 -0.04 0.96 1.29 0.29
employment (-0.40) (0.54) (-0.49) (-0.51) (-1.13) (-0.06) (0.43) (1.04) (0.26)
Number of 0.00** 0.00 0.00 0.00 0.00 0.00* 0.00 0.00 -0.01**
employees (-2.69) (0.17) (-1.42) (-0.24) (-0.85) (-2.09) (-0.29) (1.40) (-2.92)
Problems with 0.16 -0.69 -2.35** 1.09 1.02 -0.64 -2.97 -0.22 0.03
changes in workload (0.31) (-0.58) (-2.91) (0.22) (1.68) (-1.05) (-1.43) (-0.23) (0.03)
Main reason intro- -1.06* -3.00* -1.06 -3.95 0.23 -0.93 1.66 -2.21 -1.41
duction part-t. work (-2.05) (-2.04) (-0.99) (-1.07) (0.31) (-1.45) (0.56) (-1.78) (-1.28)
Manpower produc- -0.39 6.36** 1.19 -3.17 -0.32 -0.47 -2.59 1.59 -0.97
tivity (-0.36) (2.76) (0.69) (-0.31) (-0.25) (-0.53) (-0.42) (0.80) (-0.51)
Hourly cost advan- 2.06** 0.69 1.02 -5.15 3.68** 1.94* 2.62 1.74 2.53*
tages of part-t. work (3.06) (0.35) (0.57) (-0.89) (3.56) (2.35) (0.78) (1.01) (2.32)
Motivation of part­ -1.14 -3.15 0.34 -10.17 -1.16 1.18 -2.36 -1.33 0.22
timers (-1.05) (-1.55) (0.17) (-1.12) (-0.78) (1.12) (-0.55) (-0.68) (0.11)
Absenteeism of part­ -0.17 -5.37* -3.47 -6.69 0.70 0.22 5.56 -3.38 1.67
timers (-0.20) (-2.30) (-1.40) (-1.00) (0.48) (0.22) (1.29) (-1.89) (0.98)
Coping with foresee- 1.53* 4.60** 3.60** -1.45 2.21** 0.33 5.12 2.48 1.23
able workload peaks (2.53) (2.79) (3.02) (-0.28) (2.85) (0.51) (1.80) (1.91) (1.05)
Organising work 1.18 2.69 2.00 3.56 2.11* -0.02 5.20 0.34 -0.06
(1.40) (1.36) (1.47) (0.44) (1.98) (-0.03) (1.29) (0.25) (-0.04)
Communication -1.36 -1.53 -3.89** 0.26 -2.08* 0.54 -1.70 -4.52** -0.97
(-1.79) (-0.92) (-2.69) (0.05) (-2.09) (0.99) (-0.31) (-2.66) (-0.53)
Control amount and 1.03 -3.01 0.45 1.30 2.57 1.24 4.86 2.95 -1.08
quality of work (1.13) (-1.26) (0.24) (0.20) (1.91) (1.40) (1.05) (1.33) (-0.55)
Turnover rate -4.07** -4.15 -5.91** -9.18 -3.85** 0.50 1.15 -8.72** -4.42**
(-4.69) (-1-91) (-3.25) (-1.11) (-3.29) (0.66) (0.32) (-4.87) (-3.12)
Competitiveness 1.84* 3.96 -0.04 -2.04 1.44 2.06* 0.49 3.04 2.82
(2.19) (1.78) (-0.02) (-0.33) (1.13) (2.03) (0.11) (1.79) (1.65)
Quality of services -0.35 -7.40** 3.39 3.25 -0.45 -1.82 -0.10 -1.16 0.60
or products (-0.37) (-3.46) (1.72) (0.29) (-0.33) (-1.73) (-0.03) (-0.74) (0.33)
Number of cases 1093 114 201 27 260 126 31 184 150
R2-adjusted 0.39b 0.58 0.54 0.25 0.51 0.18 0.03 0.62 0.33
a #-statistics in parentheses.
b Employee proportional weighted average.
*  Indicates the coëfficiënt is significant at the 5% level.
* *  Indicates the coëfficiënt is significant at the 1% level.
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Table 6.21b Deviation o f national partial regression coefficients from employee propor­
tional weighted European (EUR7) partial regression coefficients, proportion 
of part-time employment in the total workforce, all establishment,f
Independent variables Bdg Denm Esp Ger Italy Ird Netherl UK
Constant 25.86* 13.98 81.03 -15.71 -30.58**-22.29 18.80 -1.35
(2.00) (1.28) (1.82) (-1.60) (-3.76) (-0.87) (1.51) (-0.11)
Sector 5.92* 2.67 5.23 2.28 -5.28** -3.14 0.33 -1.75
(2.12) (1.20) (0.84) (1-18) (-3.50) (-0.67) (0.12) (-0.77)
Proportion of females -0.02 0.04 -0.06 0.06 -0.16** -0.16 0.26** -0.01
(-0.31) (1.05) (-0.35) (1.39) (-5.00) (-1.77) (4.83) (-0.17)
Average qualification -0.48* -0.10 -0.90 0.11 0.77** -0.54 -0.22 -0.10
levd (-2.06) (-0.49) (-1.03) (0.60) (4.70) (-0.84) (-0.96) (-0.44)
Past trend in 0.99 -0.30 -1.98 -0.93 0.21 1.19 1.62 0.71
employment (0.69) (-0.26) (-0.49) (-0.91) (0.26) (0.52) (1.19) (0.55)
Number of 0.00 0.00 0.00 0.01* 0.00 0.00 0.01** -0.01*
employees (1.82) (0.42) (0.11) (2.36) (1.14) (1.83) (3.07) (-2.56)
Problems with -0.88 -2.56** 1.00 1.26 -0.95 -3.20 -0.41 -0.19
changes in workload (-0.68) (-2.65) (0.20) (1.35) (-1.11) (-1.49) (-0.37) (-0.18)
Main reason intro- -2.01 -0.01 -3.13 1.88 0.15 2.77 -1.25 -0.50
duccion part-t. work (-1.28) (-0.01) (-0.84) (1.88) (0.17) (0.92) (-0.92) (-0.40)
Manpower produc­ 6.98** 1.61 -3.01 0.11 -0.09 -2.24 2.15 -0.82
tivity (2.73) (0.79) (-0.29) (0.06) (-0.06) (-0.36) (0.93) (-0.35)
Hourly cost advan­ -1.41 -1.06 -7.80 2.37 -0.14 0.57 -0.35 0.67
tages of part-t. work (-0.66) (-0.56) (-1.35) (1-77) (-0.12) (0.17) (-0.19) (0.49)
Motivation of part­ -2.08 1.51 -9.78 -0.03 2.76 -1.24 -0.21 1.93
timers (-0.90) (0.67) (-1.07) (-0.02) (1.67) (-0.28) (-0.09) (0.78)
Absenteeism of part­ -5.37* -3.37 -7.05 1.28 0.47 5-85 -3.48 2.61
timers (-2.15) (-1.28) (-1.05) (0.70) (0.33) (1.33) (-1.72) (1.31)
Coping with foresee­ 3.18 2.11 -3.22 0.99 -1.43 3.66 1.04 -0.42
able workload peaks (1.81) (1.57) (-0.62) (0.88) (-1-50) (1.26) (0.71) (-0.31)
Organising work 1.57 0.84 2.57 1.36 -1.43 4.11 -0.91 -1.76
(0.73) (0.52) (0.32) (0.88) (-1.11) (1.00) (-0.55) (-1.00)
Communication -0.18 -2.59 1.75 -1.05 2.27* -0.34 -3.43 0.55
(-0.10) (-1.58) (0.34) (-0.74) (2.15) (-0.06) (-1.82) (0.28)
Control amount and -4.18 -0.59 0.30 2.25 0.25 3.90 2.09 -2.98
quality of work (-1.63) (-0.29) (0.04) (1.26) (0.18) (0.83) (0.86) (-1.36)
Turnover rate -0.09 -1.89 -5.54 0.32 5.44** 5.32 -5.05* -0.49
(-0.04) (-0.93) (-0.67) (0-19) (4.26) (1.45) (-2.50) (-0.28)
Competitiveness 2.20 -1.92 -4.20 -0.59 0.27 -1.38 1.30 1.39
(0.92) (-0.91) (-0.66) (-0.35) (0-19) (-0.31) (0.68) (0.71)
Quality of services -7.30** 3.82 2.81 -0.14 -1.75 0.25 -0.88 1.35
or products (-3.11) (1.74) (0.36) (-0.08) (-1.15) (0.06) (-0.47) (0.63)
* f-statistics in parentheses.
* Indicates the coëfficiënt is significant at the 5% level. 
** Indicates the coeffident is significant at the 1% levd.
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At the EUR8 level, the independent variable past trend in employment is not 
significantly different from zero. Our hypothesis 6 on the heterogeneous nature o f part­
time employment is confirmed. This is also supported by the insignificant partial 
regression coefficients for the separate countries. Moreover, from Table 6.21b it can 
seen that for no country the coëfficiënt differs significantly from the European average 
of the other countries. Also this points towards an insignificant relationship between 
the part-time rate and the independent variable past employment trend.
The fact that managers have to cope with substantial changes o f the workload 
within the same day, from day to day and/or within a year when organising work, has 
an insignificant impact on the part-time rate for EUR8. Hypothesis 8 is not confirmed. 
Only for Denmark the high negative coëfficiënt differs significandy from zero. Den­
mark also differs significantly from the EUR7 weighted average (See Table 6.21b). 
Managers of Danish establishments with higher part-time employment rates indicated 
they have to cope with less changes of the workload when organising work. These 
results seem to indicate that the demand-side is of litde importance for explaining the 
variation in the part-time employment rate. The regression results also support the 
heterogeneous nature of part-time employment.
For EUR8 in establishments where the managers indicated that part-time employ­
ment is mainly introduced in order to meet employees’ wishes the part-time rate is 
lower, while the needs of the establishment exert a positive influence on the part-time 
rate. The coëfficiënt is significantly different from zero. This implies that the part-time 
rate is higher (lower) in establishments where, according to the management, it is 
demand (supply) side dominated. This supports the conclusion drawn in Chapter 3 
that according to managers organisational motives prevail. Also for Belgium, the 
negative partial regression coëfficiënt differs significantly from zero. Table 6.21b shows 
no significant country differences. However, our regression results above show that 
supply-side rather than demand-side motives are important.
Apart from the more objective establishment characteristics presented above, also the 
experience of managers with part-time employment in their establishment -  the 
perceived cost and organisational consequences — may pardy explain differences in the 
part-time employment rates. The testing of hypothesis 10 on the economic advantages 
is based on the partial regression coefficients of seven independent variables. These 
include the turnover rate, manpower productivity, the hourly cost advantages, motiva- 
tion and absenteeism of part-timers and the impact on competitiveness and the quality 
of products and services offered by part-time employment. The next most significant 
determinant o f the proportion of part-time employment in the total workforce at the 
EUR8 level, is the turnover rate of part-time staff relative to that of full-time staff. The 
lower (higher) the by the manager perceived turnover rate of part-time staff, compared 
with full-time staff in his/her establishment, the lower (higher) the part-time rate. This 
is also supported by the significant negative partial regression coefficients for the 
Netherlands, Denmark, the United Kingdom and Germany. From this it may be con­
cluded that the high turnover rate is positively perceived by the managers. Part-time 
is, for instance, stimulated to increase the turnover rate in order to reduce the high 
wage costs resulting from long service. The latter will notably be the case in a slack 
market. On the other hand, in case it is perceived negatively, as a cost, and it is not 
compensated by other advantages (See below), the part-time rate may be expected to
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go down in the near future.8 Italy and Ireland, with an insignificant positive relation­
ship, are exceptions. Table 6.21b shows significant differences for Italy and the Nether­
lands. For the Netherlands turnover rates of part-timers are higher, while for Italy they 
are lower than the weighted average in the other countries, suggesting country specific 
patterns. In part these differences are related to the form of the part-time jobs (See 
Table 6.12). Also the distribution by qualification level and by age and sex of part-time 
employment are relevant factors. For Denmark, Germany and the United Kingdom, 
the effect of the turnover rate is similar to that for EUR7. The cost advantages to the 
establishment o f part-time work, relative to full-time work, including lower hourly 
wages, lower national insurance contribution, fewer fringe benefits, and/or other cost 
advantages, are a significant independent variable at the EUR8 level. Above average 
positive values are found for Germany, Ireland and the United Kingdom. Below 
average positive values are found for Belgium, Denmark, Italy and the Netherlands. For 
Spain a high negative coëfficiënt is found. These results support the international 
evidence presented in the Chapters 3 and 5.9 For Germany, Italy and the United 
Kingdom the partial regression coefficients are significantly different from zero. 
However, Table 6.21b shows no significant differences. This points towards a similar 
effect of cost advantages for Italy, Germany and the United Kingdom. For EUR8, 
another significant determinant is that managers in establishments with higher part­
time rates increasingly consider part-time employment helpful in making their establish­
ments more competitive. The partial regression coefficients differ between countries, 
again indicating differences in experience. The above average value of the coëfficiënt 
in Italy differs significantly from zero. However, Table 6.21b shows no significant 
country differences. The partial regression coefficients of the three independent 
variables manpower productivity of part-timers, absenteeism of part-timers and part­
time work being harmful or helpful in improving the quality of services or products, 
which the establishment offers are only significandy different from zero for Belgium 
(See Table 6.21a). Table 6.21b shows that for Belgium, these three coefficients also 
differ significantly from the average for the other European countries (EUR7). Belgian 
managers have a (more) positive experience related to manpower productivity o f part­
timers; have a (more) negative experience related to absenteeism, (partly) compensating 
the more positive experience related to productivity, and according to the Belgian 
managers in establishments with higher part-time rates, part-time work is increasingly, 
more than the other countries, considered to be harmful in improving the quality of 
services or products which their establishments offer. These regression results for part­
time employment in general seem to confirm hypothesis 10 related to economic 
advantages at the EUR8 level. Cost considerations are relevant for explaining the 
variation in the proportions of part-time employment in Europe. There are country 
specific patterns in Belgium, Italy and the Netherlands. In part these depend on
8 This has not been the case. The proportions o f part-time employment show an increasing 
trend (See Chapter 2),
9 Exclusion, partial coverage and lower wages o f part-time employment in most EC countries, 
ceilings in social security contributions in Germany and the Netherlands, premium thresholds in 
the United Kingdom, Germany and the Netherlands, flat rates in Denmark and minimum 
contributions in Belgium. Spain is the exception with equal treatxnent and no difference with full­
time employment.
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national legislation and the form of the part-time jobs. Another interesting conclusion 
is that for Germany and the United Kingdom, the turnover rate and the cost advan­
tages have effects similar to those for EUR7.
In order to test hypothesis 11 on the perceived organisational advantages four 
independent variables have been selected: coping with foreseeable workload peaks, the 
easier or more complicated organisation of work, more difficult communication and 
more complicated to control the amount and quality of work. Coping with foreseeable 
workload peaks within a day, week or month, as a major advantage of part-time work, 
is a significant independent variable at the EUR8 level. This is what may be expected: 
part-time is considered appropriate to cope with foreseeable workload peaks (See 
Chapter 3). Significant A-values are also found for Belgium, Denmark and Germany. 
Table 6.21b shows no significant country differences. From this it may be concluded 
that for Belgium, Denmark and Germany, the effect of this independent variable is 
similar to that for EUR7. Germany is the only country where the coëfficiënt of the 
independent variable easier organisation of work differs significantly from zero. It does 
not differ significandy from EUR7. The fact that part-timers spend less time at the 
establishment than full-timers may make communication within the establishment and 
with clients or suppliers more difficult. A significant relationship is only found for the 
Netherlands, Denmark and Germany, indicating that in these countries the more 
difficult communication is increasingly seen as major problem by managers in establish­
ments with a higher rate of part-time employment. Table 6.21b shows a significant 
positive differences from EUR7 for Italy. Italian managers have a more positive expe­
rience with part-time employment related to communication than the other seven 
countries on average; they consider it less a problem. From these regression results it 
may be concluded that organisational considerations are relevant for explaining the 
variation in the proportions of part-time employment. The regression results seem to 
confirm hypothesis 11 on the organisational advantages of part-time employment. Italy 
has a country specific pattern. Germany (again), Denmark, Belgium and the Nether­
lands have patterns similar to that for EUR7.
6.5.3.2 Part-time Employment in the Bigger Establishments
In Table 6.22a the results of the same regression analysis as above, but now only for 
establishments with at least 100 employees and with “employee representation” as extra 
independent variable, are presented. The selection of the variable “employee representa­
tion” in the case of the bigger establishments can be motivated as follows. In the 
relevant countries all establishments with more than a certain amount of employees, 
and in any case with 100 or more employees by legislation are obliged to have a formal 
employee representation. In fact not all establishments do have an employee representa­
tion. For Ireland and Spain the data do not allow meaningful calculations.10 For the 
six countries together (EUR6) the employee proportional weighted percentage of 
explained variation in the part-time rate by our regression model for establishments 
with 100 or more employees on the payroll (0.41) is a little higher than that for all 
establishments (See Table 6.21a). The goodness of fit of our model, R2-adjusted, is
10 For Ireland (15) and Spain (17) the number o f cases is too small; these two countries are 
deleted from the analysis.
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higher for Belgium, Germany, Italy, the Netherlands and the United Kingdom, and 
a little lower for Denmark. Table 6.22b shows significant differences from the EUR5 
weighted average, i.e. country specific patterns for three countries: Belgium, Italy and 
the Netherlands. These differences are evenly distributed over the objective establish­
ment characteristics and the independent variables that relate to experience with part­
time employment. The independent variables concerned are the sector of activity, the 
proportion of females, the qualification level, the turnover rate and coping with 
foreseeable workload peaks, the establishment size, problems with changes in workload, 
the cost advantages, absenteeism and the impact on the quality of services and 
competitiveness. For Denmark, Germany and the United Kingdom the results indicate 
a uniform pattern of explaining variables in the bigger establishments, similar to that 
for EUR5.
Also for the larger establishments, the most significant determinant for EUR6 is the 
proportion of females in the total workforce. These results again seem to confirm our 
hypothesis 1 on the supply-side dominance of part-time employment in general. Also 
the partial regression coefficients for the separate countries are significantly different 
from zero. The highest coefficients are again found for the Netherlands and Denmark 
and the lowest for Italy followed by the United Kingdom. The regression results 
presented in Table 6.22b show a significant negative country difference for Italy and 
a significant positive difference for the Netherlands. For the other countries the effect 
of this independent variable is similar to that for EUR5. These results resemble those 
for all establishments.
A second significant determinant is the average qualification level. The significant 
inverse relationship with the part-time rate for EUR6 confirms hypothesis 3. Here 
again there are inter country differences. High negative and significant partial regression 
coefficients are found for Belgium and the Netherlands. For Denmark and the United 
Kingdom they are intermediate and for Germany below average. Italy also is different 
from the other countries for this independent variable. As for all establishments, Table 
6.22b shows significant country differences for Belgium (negative) and Italy (positive). 
For the other countries the effect of this independent variable is similar to that for 
EUR5.
A third significant determinant of the part-time rate is the sector of activity. For 
EUR6 the bigger establishments in the service sector have significantly higher part-time 
rates than those in the industrial sector. Hypothesis 4 is confirmed. Also the significant 
positive partial regression coefficients for Denmark, Germany, Belgium and Italy 
support this. Table 6.22b shows no significant country differences. The effect of this 
independent variable for these four countries is similar to that for EUR5.
For the bigger establishments hypothesis 5 is not confirmed. The number of 
employees on the payroll has no significant influence on the part-time rate in the bigger 
establishments. Table 6.22b shows that the Netherlands differ significantly from EUR5.
Like for all establishments, at the EUR6 level, the relationship between the rate of 
part-time employment in the bigger establishments and the past trend in employment 
is not significantly different from zero. Hypothesis 6 on the heterogeneous nature of 
part-time employment is confirmed and is also supported by the insignificant partial 
regression coefficients for the separate countries. Moreover, Table 6.22b shows no 
significant differences from the European average of the other five countries. Also this 
points towards an insignificant relationship.
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Table 6.22a Multiple regression results explaining the proportion o f part-time employment 
in the total workforce, establishments 5  100 employeef
Independent variables EUR6 Belg Denm Ger Italy Netherl UK
Constant 13.44* 87.09** 34.39* 10.30 1.30 59.57** 1.20
(2.51) (4.21) (2.30) (1.30) (0.26) (4.07) (0.09)
Sector 5.01** 5.18* 8.45** 5.55** 2.44* 6.12 4.80
(4.03) (2.16) (2.70) (3.07) (2.57) (1.93) (1.56)
Propoition of females 0.19** 0.21* 0.32** 0.19** 0.04* 0.50** 0.18**
(8.79) (2.40) (4.67) (5.19) (2.15) (7.74) (3.66)
Average qualification level -0.46** -1.26** -0.59* -0.30* 0.06 -0.93** -0.69*
(-4.25) (-3.89) (-2.25) (-2.00) (0.65) (-3.59) (-2.50)
Past trend in employment 0.18 0.15 -0.31 -0.13 -0.12 1.11 0.46
(0.31) (0.07) (-0.20) (-0.16) (-0.26) (0.78) (0.32)
Number of employees 0.00 0.00 0.00 0.00 0.00 0.00 -0.01
(-1.85) (-0.61) (-0.98) (0.24) (-0.51) (1.54) (-1.90)
Problems with changes in 0.16 -5.54* -0.91 0.29 -0.21 -0.15 1.03
workload (0.33) (-2.68) (-0.68) (0.43) (-0.43) (-0.12) (0.89)
Main reason introduction -0.93 -1.29 -0.19 -0.05 -0.85 -3.94* -1.14
part-time work (-1.68) (-0.53) (-0.11) (-0.06) (-1.49) (2.28) (-0.87)
Manpower productivity 1.42 1.80 1.69 1.60 0.08 -1.56 2.69
(1.56) (0.51) (0.69) (1.0 6) (0.12) (-0.60) (1.29)
Hourly cost advantages of 1.73* 1.17 -0.89 1.38 -0.36 2.30 3.34*
part-time work (2.19) (0.37) (-0.29) (0.84) (-0.53) (1.01) (2.30)
Motivation of part-timers -1.10 -5.10 -1.03 -1.98 -0.94 -2.27 0.52
(-1.07) (-1.92) (-0.34) (-1.16) (-1.07) (-0.93) (0.21)
Absenteeism of part-timers 0.01 -11.45** -4.38 1.51 0.48 -2.65 0.48
(0.01) (-2.93) (-1.27) (0.86) (0.65) (-1.19) (0.21)
Coping with foreseeable 1.52** 6.85** 1.05 1.37 -0.31 0.56 2.35
workload peaks (2.72) (2.79) (0.53) (1.59) (-0.57) (0.34) (1.80)
Organising work 1.91* 5.50 3.58 2.67* 0.04 0.49 1.95
(2.41) (1.44) (1.85) (2.19) (0.06) (0.27) (1.03)
Communication -1.49* -2.58 -4.93* -1.33 -0.25 -4.91* -1.06
(-2.00) (-0.96) (-2.21) (-1.18) (-0.58) (-2.40) (-0.58)
Control amount and quality 0.45 -1.04 0.58 1.36 0.80 1.72 -0.89
of work (0.47) (-0.27) (0.22) (0.94) (1.10) (0.60) (-0.39)
Turnover rate -2.99** -8.23* -6.85* -3.14* -0.01 -7.60** -2.33
(-3.94) (-2.30) (-2.57) (-2.54) (-0.01) (-3.47) (-1.34)
Competitiveness 0.91 8.98* 2.00 0.44 1.41 2.52 -0.31
(1.03) (2.53) (0.70) (0.31) (1.73) (1.22) (-0.15)
Quality of services or 0.73 -6.57* 2.02 -0.16 -0.88 -1.00 3.75
products (0.70) (-2.14) (0.74) (-0.10) (-1.00) (-0.51) (1.47)
Employee representation -3.27* -7.26 -1.89 -6.89* 0.51 -2.83 -1.20
(-2.15) (-1.44) (-0.53) (-2.22) (0.29) (-0.63) (-0.43)
Number of cases 560 53 101 158 67 119 62
R2-adjusted 0.4 l b 0.69 0.53 0.41 0.24 0.70 0.39
* f-statistics in parentheses.
b Employee proportional weighted average.
* Indicates the coëfficiënt is significant at the 5% level. 
* *  Indicates the coëfficiënt is significant at the 1% level.
Table 6.22b Deviation o f national partial regression coefficients from employee propor- 
tional weighted European (EUR5) partial regression coefficients, proportion 
of part-time employment in the total workforce, establishments > 100 em­
ployee?
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Independent variables Belg Denm Ger Italy Netherl UK
Constant 76.48** 21.46 -4.84 -14.76 50.52** -18.15
(3.57) (1.34) (-0.46) (-1.81) (3.22) (-1.31)
Sector 4.33 3.53 0.83 -3.12 1.22 -0.30
(0.98) (1.04) (0.34) (-1.76) (0.35) (-0.09)
Proportion of females 0.02 0.13 0.00 -0.18** 0.34** -0.02
(0.24) (1.85) (-0.04) (-5.82) (4.97) (-0.33)
Average qualification level -0.83* -0.13 0.25 0.63** -0.51 -0.34
(-2.42) (-0.47) (1.21) (3.96) (-1.81) (-1.19)
Past trend in employment -0.03 -0.50 -0.48 -0.36 1.02 0.42
(-0.01) (-0.30) (-0.42) (-0.43) (0.66) (0.27)
Number of employees 0.00 0.00 0.00 0.00 0.01* -0.01
(0.42) (0.06) (1.89) (1.47) (2.50) (-1.91)
Problems with changes in -5.92** -1.09 0.20 -0.45 -0.33 1.29
workload (-2.78) (-0.76) (0.22) (-0.60) (-0.25) (1.05)
Mam reason introduction -0.37 0.77 1.36 0.10 -3.30 -0.30
part-time work (-0.15) (0.41) (1.23) (0.11) (-1.80) (-0.21)
Manpower productivity 0.39 0.28 0.27 -1.63 -3.26 1.89
(0.11) (0.10) (0.14) (-1.24) (-1.17) (0.83)
Hourly cost advantages of -0.59 -2.68 -0.53 -2.54* 0.62 2.39
part-time work (-0.18) (-0.83) (-0.29) (-2.18) (0.26) (1.38)
Modvadon of part-dmers -4.15 0.07 -1.35 0.20 -1.28 2.40
(-1-45) (0.02) (-0.63) (0.13) (-0.48) (0.92)
Absenteeism of part-dmers -11.90** -4.50 2.30 0.58 -2.91 0.69
(-2.95) (-1.25) (1.08) (0.41) (-1.18) (0.28)
Coping with foreseeable 5.54* -0.48 -0.23 -2.21* -1.05 1.24
workload peaks (2.19) (-0.23) (-0.20) (-2.59) (-0.60) (0.88)
Organising work 3.73 1.72 1.18 -2.27 -1.56 0.07
(0.95) (0.82) (0.74) (-1.91) (-0.77) (0.03)
Communication -1.13 -3.52 0.26 1.51 -3.74 0.64
(-0.40) (-1.50) (0.17) (1.51) (-1.70) (0.33)
Control amount and quality -1.55 0.13 1.40 0.42 1.38 -1.99
of work (-0.39) (0.05) (0.73) (0.31) (0.45) (-0.81)
Turnover rate -5.45 -3.96 -0.23 3.62** -5.05* 0.97
(-1.49) (-1.43) (-0.15) (3.41) (-2.16) (0.51)
Competitiveness 8.39* 1.12 -0.71 0.62 1.77 -1.80
(2.29) (0.38) (-0.39) (0.47) (0.78) (-0.81)
Quality of services or -7.58* 1.32 -1.36 -1.96 -1.89 4.49
products (-2.33) (0.45) (-0.65) (-1.28) (-0.84) (1-65)
Employee representation -4.15 1.47 -5.57 4.59 0.47 3.07
(-0.79) (0.39) (-1.59) (1.83) (0.10) (0.92)
* Mtadsdcs in parentheses.
* Indicates the coëfficiënt is significant at the 5% level. 
* *  Indicates the coëfficiënt is significant at the 1% level.
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Hypothesis 8 is not confirmed. Only for Belgium the negative coëfficiënt of 
problems with changes in the workload is significantly different from zero. Table 6.22b 
shows a significant negative difference from EUR5 for Belgium. In the bigger Belgian 
establishments with high part-time rates managers have to cope with less changes of the 
workload within the same day, from day to day and/or within a year when organising 
work. These regression results point against the demand-side dominance and support 
the heterogeneous nature of part-time employment.
Unlike for all establishments, for EUR6 in the bigger establishments the relationship 
between the part-time rate and the main reason for the introduction of part-time work 
is not significant. Only for the Netherlands the negative coëfficiënt differs significantly 
from zero. Where the Dutch managers indicated that part-time employment is mainly 
introduced in order to meet employees’ wishes the part-time rate is lower, while the 
needs of the establishment exert a positive influence on the part-time rate. However, 
Table 6.22b shows no significant differences from EUR5. Moreover, our regression 
results above show, notably for the Netherlands, supply-side rather than demand-side 
dominance.
Perceived economic and organisational advantages and disadvantages may also be 
of influence on the part-time rate in the bigger establishments. The test of hypothesis
10 on the economic advantages is based on seven independent variables. Table 6.22a 
shows that the turnover rate, again, is a significant determinant of the part-time rate 
for EUR6. The negative partial regression coefficients are also significant for Belgium, 
Denmark, Germany and the Netherlands. For Italy and the United Kingdom, the Iow 
coefficients are insignificant. The regression results presented in Table 6.22b again show 
significant country differences for Italy and the Netherlands. In the bigger Italian 
establishment the experienced turnover rate of part-time employment is lower than in 
the other countries on average, while in the Netherlands the experienced turnover rate 
is higher. For Belgium, Denmark and Germany, the effect of the turnover rate is similar 
to that for EUR5. This conclusion was also drawn for all establishments (See above). 
Like in all establishments, also in the bigger ones, the coëfficiënt of the cost advantages 
of part-time work is significant for EUR6. Managers in establishments with higher part­
time rates more often experience costs advantages, including lower wages, lower social 
security contributions and fewer fringe benefits. There are considerable differences 
between the six countries. Above average positive coefficients are found for the United 
Kingdom (significant) and the Netherlands. For Belgium and Germany the values are 
below average, while for Denmark and Italy negative values are found. Table 6.22b 
shows that only for Italy the difference is significant. The bigger Italian establishments 
with high rates of part-time employment experience less cost advantages. In part this 
may be related to binding legislation, but also to collective agreements (See Chapter 5). 
The United Kingdom is not significantly different from EUR5. At the EUR6 level, the 
partial regression coefficients of the other five independent variables motivation, 
productivity, absenteeism, the quality of services and products offered by the establish­
ment and the competitiveness of the establishments are not significantly different from 
zero. Only for Belgium significant differences, i.e. country specific patterns are found. 
For Belgium, related to absenteeism, the high negative partial regression coëfficiënt is 
significantly different from zero (See Table 6.22a). Table 6.22b shows that Belgium is 
significandy different from the EUR5 average, indicating an increasingly negative 
experience with absenteeism of part-timers in the bigger establishments, the higher the
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part-time rate. For competitiveness a high significant positive coëfficiënt is found for 
Belgium and for quality of services and products a high significant negative value is 
found for Belgium. Table 6.22b shows that these differences are significantly different 
from EUR5. The Belgian managers in the bigger establishments with higher part-time 
rates consider part-time employment helpful in making their establishments more 
competitive and harmful in improving die quality of services or products. These 
regression results seem to confirm hypothesis 10 on the economic advantages of part­
time employment for the bigger establishments. Cost considerations are relevant for 
explaining the variation in the proportions of part-time employment in Europe. 
Belgium, Italy and the Netherlands differ significantly from the EUR5 average. This 
may pardy be explained by differences in national legislation and the form of the part­
time jobs. For Denmark and Germany the effect of the turnover rate and for the United 
Kingdom the effect of cost advantages are similar to that for EUR5.
To test hypothesis 11 on the perceived organisational advantages, again, the 
regression results for four independent variables are used. Like for all establishments, 
in the bigger establishments the positive coëfficiënt of the independent variable coping 
with foreseeable workload peaks as a major advantage is significandy different from zero 
for EUR6 (See Table 6.22a). Also for Belgium the high positive coëfficiënt is signifi­
candy different from zero. For Italy the negative coëfficiënt is insignificant. Table 6.22b 
shows that Belgium and Italy differ significantly from EUR5. For Belgium the coëffi­
ciënt is above average and for Italy below average. More than in the other countries, 
managers in the bigger Belgian establishments with higher part-time rates, consider the 
use of part-time work to cope with foreseeable workload peaks a major advantage, 
while the Italian managers in the bigger establishments with higher part-time rates 
consider it of no importance. Unlike in all establishments, in the bigger establishments 
the easier organisation of work, due to part-time employment, exerts a significant 
positive influence for EUR6. Also the significant positive coëfficiënt for Germany 
supports this. Table 6.22b shows no significant differences. The coëfficiënt of the 
independent variable communication problems is significantly different from zero in 
the bigger establishments for EUR6. For all establishments it was insignificant. The 
more difficult communication is increasingly seen as a major problem by managers in 
the bigger establishment with higher part-time rates. The significant negative partial 
regression coefficients for Denmark and the Netherlands support this. Table 6.22b 
shows that these differences are insignificant. For the bigger establishments the 
regression results seem to confirm hypothesis 11. The regression results illustrate the 
role part-time employment can play in making the organisation more flexible. Belgium 
and Italy show country specific patterns.
At the EUR6 level, the significant negative impact of employee representation on 
the part-time rate in establishments with more than 100 employees on the payroll 
confirms hypothesis 9. Establishments without an employee representation do employ 
significandy more part-timers than the others with at least 100 employees on the 
payroll. Also for Germany the negative coëfficiënt is significandy different from zero. 
Table 6.22b shows no significant differences.
6.5.3.3 Small Part-time Jobs in A ll Establishments
Part-time work as defined for the purposes of the survey covers a large range from very 
few working hours per week up to more than 30 hours (but below full-time level).
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Establishments which represent a majority of employees practise part-time work with 
weekly working hours around “half-time”. Marginal types of part-time work, such as 
part-time jobs of less than 15 hours per week represent around 10% of all part-time 
jobs (See Table 6.12). In Chapter 2 it was concluded that these small part-time jobs 
may be characterised as involuntary part-time jobs. Unlike part-time employment in 
general, small part-time jobs mainly supply the need of firms. In Table 6.23a the 
results of the multivariate regression analysis of the rate of part-time work below 15 
hours per week are presented. The explained proportion of variation of the rate of 
small part-time jobs by our regression model (0.19) is lower than for part-time employ­
ment in general, and varies considerably for the separate countries. The R2-adjusted is 
relatively high for Spain, Germany and Belgium, and low for Denmark, the Nether­
lands and the United Kingdom, while for Italy and Ireland our model has no explana- 
tory ability. Table 6.23a also contains the partial regression coefficients and the relevant 
#-statistics. In order to establish the significance of country differences each country is 
compared with the employee proportional weighted average of the other countries 
(EUR7) (See Table 6.23b). Related to small part-time jobs, countries with relatively 
many significant differences from the average are Italy, Germany and the United 
Kingdom, indicating country specific patterns of explaining variables. For Belgium and 
Spain a common pattern of explaining variables is found: only one independent 
variable shows a significant difference from the average. For Denmark, Ireland and the 
Netherlands no coëfficiënt of the independent variables differs significantly, indicating 
a uniform pattern of explaining variables for these countries, similar to that for EUR7. 
Unlike in the case of part-time employment in general, for small part-time jobs most 
differences are not found in the objective establishment characteristics, but in the field 
of experience. These concern the cost advantages, the turnover rate, coping with 
foreseeable workload peaks and the easy organisation of work and are mainly located 
in Germany, Italy and the United Kingdom. Related to the objective characteristics 
only for Italy significant differences are found. These concern the sector of activity, the 
proportion of females on the payroll and the average qualification level.
Table 6.23a shows that for the international employee proportional weighted 
Europe (EUR8), the most significant determinant of the rate of small part-time jobs, 
are the cost advantages of part-timers. In part this relates to exclusion and/or partial 
coverage. Also for Belgium, Germany and the United Kingdom the coefficients differ 
significantly from zero. For Belgium and Germany the coefficients indeed are higher 
than in the case of part-time employment in general (See Table 6.21a). However, the 
coefficients for EUR8 and the United Kingdom are lower and for Italy the coëfficiënt 
is insignificant. From Table 6.23b it can be seen that Germany (positively) and Italy 
(negatively) differ significantly from the EUR7 weighted average. For Italy this may 
partly be related to the more restrictive legislation and the more equal treatment of 
part-time employment (less exclusion) (See Chapter 5). The effect of cost advantages 
for Belgium and the United Kingdom is similar to that for the other countries on 
average.
The next most significant determinants is the turnover rate of part-time work. Also 
for Germany and the Netherlands coefficients are significantly different from zero. 
Contrary to the conclusion drawn in previous chapters, the coefficients are lower than 
in the case of part-time employment in general. Table 6.23b shows again that Germany 
(negatively) and Italy (positively) differ significantly from EUR7. In part these differ-
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ences may be related to differences in the distribution by sex and age of these jobs as 
well as the qualiflcation Ievel (See below).
The average qualiflcation level is the third most significant independent variable at 
the EUR8 Ievel. Like part-time employment in general, small part-time jobs are more 
frequent at the lower qualiflcation level, i.e. in lower skilled jobs. Hypothesis 3 is 
confirmed. Above average significant coefficients are fbund for the Netherlands, 
Germany and Denmark. The coefficients are lower than in the case of part-time 
employment in general, i.e. small part-time jobs are more equally distributed over the 
qualiflcation levels. For Italy the coëfficiënt differs significantly from the EUR7 
weighted average (See Table 6.23b). In Italy, small part-time jobs are more evenly 
distributed over the qualification levels. For the Netherlands, Germany, Denmark the 
effect of this independent variable is similar to that for EUR7.
The proportion of females in total employment also plays a significant positive 
determining role for the small part-time job rate at the EUR8 level (See Table 6.23a). 
This result supports hypothesis 1 on the supply-side dominance. For Belgium, the 
Netherlands and the United Kingdom, the coefficients differ significantly from zero. 
However, the coefficients are considerably lower than in the case of part-time employ­
ment in general. Again, for Italy the coëfficiënt differs significantly from the EUR7 
weighted average (See Table 6.23b). In Italy the rate of small part-time jobs is signifi­
cantly less associated with the proportion of females on the payroll. For Belgium, the 
Netherlands and the United Kingdom the effect of the proportion of females on the 
rate of small part-time jobs is similar to that for the EUR7 average.
Related to the structure of the economy, the regression results for EUR8 indicate 
that in the service sector the rate of small part-time jobs is significantly higher than in 
the industrial sector, exerting a positive impact on that rate. Hypothesis 4 is confirmed. 
Also for Germany and Denmark the positive coefficients differ significantly from zero. 
The coefficients are lower than in the case of part-time employment in general. Italy, 
again, differs significantly from the EUR7 weighted average (See Table 6.23b). In Italy 
small part-time jobs are more equally distributed over the service and industrial sector. 
For Germany and Denmark the effect of the economic sector on the small part-time 
job rate is similar to that for EUR7.
Hypothesis 5 is not confirmed. Unlike for part-time employment in general, the 
relationship between the rate of small part-time jobs for EUR8 and the independent 
variable number of employees on the payroll is not significant. Also Table 6.23b shows 
no significant country differences.
The coëfficiënt of the past trend in employment development is not significantly 
different from zero at the EUR8 level. Hypothesis 6 is confirmed by the data. This is 
also supported by the insignificant country coefficients. Like part-time jobs in general, 
also small part-time jobs have a heterogeneous nature. Table 6.23b shows that no 
country coëfficiënt differs significantly from the EUR7 weighted average. Also this 
points towards an insignificant relationship.
Hypothesis 8 is not confirmed. For EUR8 as well as for the separate countries, the 
relationship between the rate of small part-time jobs and problems with changes in the 
workload within the same day, from day to day, and/or within a year is not significant­
ly different from zero (See Table 6.23a). Spain differs significantly from the EUR7 
weighted average (See Table 6.23b). The rate of small part-time jobs in Spain is lower 
in establishments that experience substantial changes in the workload. These results
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Table 6.23a Multiple regression results explaining the proportion o f part-time employment 
( <15  hours) in the total workforce, all establishmentf
Independent variables: EUR8 Belg Denm Esp Ger Italy Irel Netherl UK
Constant 8.11** 21.41** 6.87 11.25 2.18 -0.18 2.51 8.10 17.12*
(2.69) (3.77) (1.33) (1.52) (0.44) (-0.53) (0.05) (0.97) (2.35)
Sector 1.24* 0.29 2.22* 2.17 2.28* 0.03 -9.62 2.78 0.88
(2.02) (0.23) (2.06) (2.10) (2.05) (0.48) (-0.85) (1.43) (0.63)
Proportion of females; 0.03* 0.07** 0.02 -0.01 0.02 - 0.00 -0.25 0.07* 0.06*
(2.26) (2.91) (1.02) (-0.47) (1.16) (-0.67) (-1.37) (2.01) (2.03)
Average qualificadon -0.19** -0.13 -0.23* -0.12 -0.23* 0.00 0.03 -0.34* -0.25
level (-3.30) (-1.30) (-2.57) (-0.85) (-2.39) (0.44) (0.02) (-2.22) (-1.96)
Past trend in employ­• -0.13 -0.41 0.06 0.13 0.14 0.03 0.06 0.90 -0.85
ment (-0.42) (-0.64) (0.10) (0.19) (0.25) (0.96) (0.01) (0.96) (-1.09)
Number of employees 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 -0.01
(-1.66) (0.57) (-0.38) (-0.59) (0.26) (-0.78) (-0.01) (-0.29) (-1.64)
Problems with 0.26 -0.07 -0.42 -1.51 0.58 0.00 -0.34 1.15 0.41
changes in workload (1.00) (-0.13) (-0.96) (-1.79) (1.31) (0.01) (-0.08) (1.57) (0.67)
Main reason intro­ -0.36 -1.15 -0.76 -0.31 0.42 0.03 6.65 -0.26 -1.79*
duction part-t. work (-1.08) (-1.64) (-1.30) (-0.51) (0.76) (0.63) (0.88) (-0.28) (-2.34)
Manpower produc­ -0.67 0.25 -1.82 2.43 0.58 - 0.00 1.62 -0.21 -3.46*
tivity (-1.12) (0.23) (-1.96) (1.41) (0.63) (-0.03) (0.11) (-0.14) (-2.61)
Hourly cost advan- 1.96** 3.06** 0.15 0.67 4.40** - 0.00 -2.09 0.15 1.50*
tages of part-t. work (5-13) (3.19) (0.16) (0.70) (5-84) (-0.05) (-0.28) (0.12) (1.99)
Motivation of part­ - 0.00 -1.51 2.19* -1.24 -0.55 -0.02 1.76 1.85 0.31
timers (-0.01) (-1.54) (2.07) (-0.82) (-0.51) (-0.21) (0.19) (1.25) (0.21)
Absenteeism of part­ 1.07* -4.47** -0.70 -0.37 1.36 0.02 10.71 0.08 2.08
timers (1.99) (-4.00) (-0.53) (-0.33) (1.28) (0.24) (1-17) (0.06) (1.76)
Coping with foresee- 0.46 0.84 0.47 1.03 1.54** 0.08* 8.24 -1.13 -0.79
able workload peaks (1.35) (1.06) (0.72) (1.18) (2.71) (2.02) (1.37) (-1.15) (-0.98)
Organising work 0.62 -0.96 -0.15 -0.26 2.65** -0.01 8.60 0.73 -1.33
(1.40) (-1.02) (-0.20) (-0.19) (3.41) (-0.12) (0.96) (0.69) (-1.35)
Communication -1.26* 0.19 0.47 -1.64 -0.91 - 0.00 -19.38 -0.52 -1.52
(-2.48) (0.24) (0.61) (-1.94) (-1.25) (-0.13) (-1.66) (-0.40) (-1.20)
Control amount and -0.75 -2.32* -0.31 -1.06 -0.77 0.08 2.69 -0.35 -1.28
quality of work (-1.32) (-2.03) (-0.32) (-0.97) (-0.78) (1.40) (0.27) (-0.21) (-0.95)
Turnover rate -1.78** -1.46 -0.78 -0.03 -3.44** -0.03 1.48 -4.13** -1.11
(-3.85) (-1.41) (-0.80) (-0.02) (-4.02) (-0.55) (0.16) (-3.06) (-1.13)
Competitiveness 0.78 1.32 -0.25 0.96 -0.33 -0.10 1.89 2.19 2.10
(1.52) (1.30) (-0.24) (0.91) (-0.36) (-1.52) (0.20) (1.70) (1.77)
Quality of services or 0.25 0.09 1.63 -0.98 0.95 0.03 -6.93 -1.36 0.62
products (0.47) (0.09) (1.53) (-0.76) (0.96) (0.45) (-0.80) (-1.15) (0.49)
Number of cases 1085 112 201 27 257 126 30 183 149
R2-adjusted 0.19b 0.35 0.09 0.36 0.33 -0.06 -0.26 0.14 0.15
1 f-statistics in parentheses.
b Employee proportional weighted average.
* Indicates the coëfficiënt is significant at the 5% level.
** Indicates the coëfficiënt is significant at the 1% level.
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Table 6.23b Deviation o f national partial regression coefficients from employee propor- 
tional weighted European (EUR7) partial regression coefficients, proportion 
o f part-time employment ( <15  hours) in the total workforce, all establish­
ments*
Independent variables Belg Denmi Esp Ger Italy Irel Netherl UK
Constant 13.76* -1.26 3.40 -8.66 -9.87** -5.72 -0.01 12.77
(2-13) (-0.21) (0.42) (-1.39) (-2.74) (-0.10) (0.00) (1.62)
Sector -0.98 1.01 1.01 1.52 -1.44* -11.07 1.67 -0.50
(-0.70) (0.81) (0.82) (1.14) (-1.96) (-0.98) (0.82) (-0.33)
Proportion of females 0.04 -0.01 -0.04 0.00 -0.03* -0.29 0.05 0.04
(1.64) (-0.30) (-1.35) (-0.12) (-2.33) (-1.54) (1.32) (1.39)
Average qualification 0.06 -0.04 0.07 -0.06 0.23** 0.22 -0.16 -0.09
level (0.50) (-0.39) (0.47) (-0.47) (3.34) (0.16) (-0.98) (-0.60)
Past trend in -0.29 0.20 0.28 0.39 0.20 0.20 1.12 -1.02
employment (-0.40) (0.30) (0.38) (0.58) (0.51) (0.04) (1.13) (-1.21)
Number of 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
employees (1.55) (0.70) (0.13) (1.71) (1.60) (0.47) (0.94) (-1.59)
Problems with -0.35 -0.69 -1.92* 0.47 -0.31 -0.61 0.96 0.21
changes in workload (-0.55) (-1.36) (-2.16) (0.86) (-0.99) (-0.13) (1.23) (0.31)
Main reason intro- -0.82 -0.41 0.05 1.14 0.46 7.15 0.11 -2.03*
duction part-t. work (-1-05) (-0.61) (0.07) (1.66) (1.15) (0.94) (0.11) (-2.41)
Manpower produc­ 0.95 -1.17 3.36 1.82 0.79 2.34 0.50 -3.96*
tivity (0.75) (-1.06) (1.82) (1.53) (1.12) (0.16) (0.31) (-2.70)
Hourly cost advan­ 1.14 -1.84 -1.39 3.57** -2.34** -4.13 -1.96 -0.65
tages of part-t. work (1.10) (-1.78) (-1.33) (4.10) (-5.10) (-0.54) (-1.45) (-0.74)
Motivation of part­ -1.55 2.24 -1.34 -0.80 -0.01 1.80 2.01 0.44
timers (-133) (1-82) (-0.81) (-0.61) (-0.02) (0.19) (1.24) (0.28)
Absenteeism of part­ -5.72** -1.81 -1.56 0.42 -1.25 9.84 -1.07 1.44
timers (-4.59) (-1.25) (-1.24) (0.34) (-1.95) (1.08) (-0.74) (1.09)
Coping with foresee- 0.40 0.01 0.62 1.59* -0.44 7.94 -1.72 -1.77*
able workload peaks (0.46) (0.01) (0.65) (2.24) (-1.09) (1.32) (-1.64) (-2.01)
Organising work -1.63 -0.78 -0.94 2.97** -0.74 8.14 0.12 -2.75*
(-1.56) (-0.91) (-0.66) (3-15) (-1.40) (0.91) (0.10) (-2.52)
Communication 1.51 1.78 -0.41 0.52 1.50* -18.47 0.81 -0.36
(1.58) (1.89) (-0.41) (0.52) (2.48) (-1.58) (0.58) (-0.27)
Control amount and -1.63 0.44 -0.34 -0.03 0.99 3.51 0.43 -0.76
quality of work (-1.27) (0.39) (-0.27) (-0.02) (1.46) (0.35) (0.24) (-0.52)
Turnover rate 0.33 1.02 1.89 -2.43* 2.09** 3.33 -2.54 0.95
(0.29) (0.94) (1.29) (-2.38) (3.77) (0.35) (-1.77) (0.86)
Competitiveness -0.71 -1.05 0.20 -1.62 -1.05 1.14 1.54 1.87
(-0.60) (-0.90) (0.17) (-1.46) (-1.70) (0.12) (1.10) (1.44)
Quality of services 1.11 1.41 -1.33 1.02 -0.26 -7.32 -1.74 0.53
or products (0.96) (1.18) (-0.94) (0.87) (-0.41) (-0.84) (-1.33) (0.38)
* Ê-statistics in parentheses.
* Indicates the coëfficiënt is significant at the 5% level. 
** Indicates the coëfficiënt is significant at the 1% level.
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seem to indicate that the demand-side is of little importance for explaining the varia- 
tion in the small part-time job rate, and also support the heterogeneous nature of part­
time employment.
For EUR8, the relationship between the small part-time job rate and the main 
reasons for introducing part-time jobs is insignificant. The coefficients differ consider- 
ably between the countries. For the United Kingdom the negative coëfficiënt is 
significantly different from zero. The United Kingdom also differs significantly from 
the EUR7 weighted average (See Table 6.23b). Here the rate of small jobs is signifi­
cantly higher in establishments where it is mainly introduced for organisational reasons 
than where employees’ wishes are the main reason. This points towards the 
involuntariness of small part-time jobs, i.e. demand-side dominance. Also the regression 
results for the first three independent variables presented above point towards demand- 
side dominance of small part-time jobs. The results do not support hypothesis 1.
To test hypothesis 10 again seven independent variables have been selected. The 
coefficients of the independent variables manpower productivity and motivation are not 
significantly different from zero for EUR8. Only for the United Kingdom, the negative 
coëfficiënt of manpower productivity differs significandy from zero. Managers increas- 
ingly consider the productivity of part-time staff to be lower than of full-time staff 
when the small part-time job rate is higher. Table 6.23b shows that the negative 
relationship for the United Kingdom differs significantly from the other European 
countries. Here managers have significantly (more) negative experience in establish­
ments with high rates of small part-time jobs. Related to the proportion of small part­
time jobs, motivation of part-timers is only a significant independent variable in 
Denmark. The positive coëfficiënt indicates that Danish managers consider the motiva­
tion of part-timers to be higher than full-timers, when the small part-time job rates are 
higher. However, Table 6.21b shows no significant differences. Absenteeism of part­
timers, relative to full-timers, is a significant determinant of the rate small part-time 
jobs at EUR8 level. Contrary to the regression results for part-time employment in 
general, managers in establishments with higher rates of small part-time jobs consider 
absenteeism of part-timers to be lower than of full-timers. For Belgium the negative 
coëfficiënt differs significantly form zero. For Belgium this reverse relationship also 
differs significantly from EUR7 (See Table 6.23b). Belgian managers in establishments 
with high rates of small part-time jobs have a (more) negative experience related to 
absenteeism. These regression results seem to confirm hypothesis 10. Cost considera- 
tions are relevant for explaining the variation in the proportions of small part-time jobs 
in Europe.
In order to test hypothesis 11 on the organisational consequences, again four 
independent variables have been used. Unlike for part-time employment in general, for 
small part-time jobs the coëfficiënt of communication is significantly different from 
zero (See Table 6.23a). Managers in establishments with high rates of small part-time 
jobs more often indicate that the more difficult communication within the establish­
ment and with clients or suppliers is a major problem for their establishment. For Italy 
the coëfficiënt differs significantly from the EUR7 weighted average (See Table 6.23b). 
Managers in Italian establishments with high rates of small part-time jobs more often 
consider the more difficult communication a minor problem. Related to the rate of 
small part-time jobs at the EUR8 level, the other three independent variables, control 
amount and quality of work, coping with foreseeable workload peaks and the easy
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organisation of work are not significantly different from zero (See Table 6.23a). Only 
for Belgium the relationship between the small part-time job rate and control the 
amount and quality of work is significant. Belgian managers in establishments with 
higher rates of small part-time jobs increasingly indicated that they do not think it 
more complicated to control the amount and quality of work if several part-timers are 
employed in stead of one full-timer. However, Table 6.23b shows no significant 
differences. Related to coping with foreseeable workload peaks, the positive coefficients 
for Germany and Italy are significandy different from zero. Germany (positive) and the 
United Kingdom (negative) differ significantly from the EUR7 average (See Table 
6.23b). The positive coëfficiënt of the independent variable organisation of work for 
Germany is significantly different from zero. Table 6.23b shows that for Germany and 
the United Kingdom the coefficients differ significantly from the EUR7 weighted 
average. In Germany, managers in establishments with high rates of small part-time 
jobs more often indicated that part-time work makes it easier to organise work, while 
those managers in the United Kingdom more often indicated that part-time employ­
ment makes it more complicated to organise work The regression results do not 
confirm hypothesis 11 on the organisational consequences of part-time employment.
6.5.3.4 Small Part-time Jobs in the Bigger Establishments
In Table 6.24a the regression results related to the rates of part-time employment of 
less than 15 hours per week for the bigger establishments are presented. For Ireland 
and Spain the data do not allow meaningful calculations.11 For the employee propor- 
tional weighted EUR6, the percentage of explained variation in the rate of small part­
time jobs by our model for establishments with 100 or more employees on the payroll 
(0.05) is lower than that for all establishments (See Table 6.23a). The goodness of fit 
of our model, R2-adjusted, is only a little higher for the Netherlands and less for the 
other five countries. Our model does not have explanatory ability for Denmark, Italy 
and the United Kingdom. Table 6.24b shows that Denmark is the only country for 
which no significant differences from the employee proportional weighted EUR5 
average is found. This points towards country specific patterns of explaining variables. 
Italy and the United Kingdom show the highest number of differences. The coefficients 
of the independent variables that relate to experience with part-time employment show 
more differences than of those that relate to the more objective establishment character- 
istics. The latter only differ for Italy and the United Kingdom and to some extent also 
for the Netherlands. The independent variables concerned are organising work, the cost 
advantages, the turnover rate, coping with foreseeable workload peaks, as well as 
problems with changes in workload, the sectoral distribution of employment, the 
average qualiflcation level and the proportion of females on the payroll.
For EUR6 the most significant determinant of the small part-time employment rate 
in establishments with 100 or more employees is the turnover rate (See Table 6.24a). 
Also for the Netherlands and Germany the high negative partial regression coefficients 
differ significandy from zero. The coefficients are lower than in the case of part-time 
employment in general (See Table 6.22a). Table 6.24b shows significant country 
differences for Italy and the United Kingdom. In these two countries the experienced
11 See note 10.
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Table 6.24a Multiple regression results explaining the proportion o f part-time employment
( <15  hours) in the total ivorkforce, establishments > 1 0 0  employeef
Independent variables EUR6 Belg Denm Ger Italy Netherl UK
Constant 4.29 4.36 8.45 7.75 0.32 11.83 0.42
(1.46) (2.04) (1-31) (1.03) (0.63) (0.90) (0.20)
Sector 1.34* 0.29 1.84 3.18 -0.02 2.44 -0.12
(2.00) (0.65) (1.37) (1.86) (-0.16) (0.86) (-0.24)
Proportion of females 0.03* 0.00 0.01 0.06 - 0.00 0.09 0.01
(2.28) (0.31) (0.28) (1.69) (-0.29) (1.54) (0.81)
Average qualification level -0.12* -0.07 -0.19 -0.28* 0.00 -0.21 0.02
(-2.14) (-1.88) (-1.71) (-2.00) (0.16) (-0.93) (0.42)
Past trend in employment -0.09 0.07 0.04 -0.36 0.01 0.75 -0.10
(-0.29) (0.32) (0.06) (-0.45) (0.18) (0.59) (-0.44)
Number of employees 0.00 0.00 0.00 0.00 0.00 0.00 0.00
(0.14) (1.77) (-0.61) (0.40) (-0.70) (-0.28) (0.02)
Problems with changes in 0.26 0.19 -0.39 0.36 -0.02 2.35* -0.19
workload (1.05) (0.90) (-0.67) (0.57) (-0.40) (2.09) (-1.04)
Main reason introduction 0.11 -0.02 -0.01 0.44 - 0.00 -0.33 -0.06
part-time work (0.34) (-0.07) (-0.01) (0.56) (-0.03) (-0.21) (-0.27)
Manpower productivity 0.04 0.45 -0.81 0.24 -0.02 0.01 -0.12
(0.07) (1.24) (-0.74) (0.16) (-0.29) (0.01) (-0.37)
Hourly cost advantages of 1.42* - 0.11 0.45 3.42* 0.03 -0.13 0.68**
part-time work (2.45) (-0.34) (0.33) (2.20) (0.45) (-0.06) (2.89)
Motivation of part-timers -0.03 -0.49 0.10 -0.66 0.01 2.30 0.05
(-0.05) (-1.76) (0.08) (-0.41) (0.10) (1.05) (0.13)
Absenteeism of part-timers 0.29 -0.37 -1.54 1.17 -0.02 -0.79 - 0.00
(0.46) (-0.92) (-1.04) (0.70) (-0.28) (-0.40) (-0.01)
Coping with foreseeable 0.29 0.18 -0.63 1.73* -0.01 -3.41* -0.04
workload peaks (0.88) (0.70) (-0.75) (2.09) (-0.13) (-2.28) (-0.20)
Organising work 0.90* -0.36 -0.16 2.51* -0.06 0.86 -0.09
(2.04) (-0.90) (-0.19) (2.17) (-0.83) (0.53) (-0.28)
Communication -0.39 0.38 0.32 -0.98 -0.06 0.19 -0.23
(-0.94) (1.38) (0.33) (-0.93) (-1.32) (0.10) (-0.79)
Control amount and quality -0.32 -1.17** 0.10 -0.16 0.07 -2.81 0.02
of work (-0.59) (-2.98) (0.08) (-0.11) (0.96) (-1.09) (0.06)
Turnover rate -1.35** -0.24 -0.38 -2.81* -0.05 -3.93* 0.01
(-2.94) (-0.66) (-0.33) (-2.37) (-0.88) (-2.00) (0.02)
Competitiveness 0.14 -0.65 0.54 -0.58 -0.13 3.19 0.31
(0.28) (-1.80) (0.44) (-0.43) (-1.63) (1.72) (0.92)
Quality of services or 0.30 0.66* 0.77 1.01 0.10 -1.27 -0.02
products (0.52) (2.11) (0.66) (0.66) (1.16) (-0.72) (-0.04)
Employee representation -1.98 -0.84 0.53 -4.25 0.09 -5.37 -0.07
(-1.80) (-1.62) (0.36) (-1.44) (0.50) (-1.33) (-0.15)
















* i-statistics in parentheses.
b Employee proportional weighted average.
* Indicates the coëfficiënt is significant at the 5% level. 
** Indicates the coëfficiënt is significant at the 1% level.
Table 6.24b Deviation o f national partial regression coefficients from employee propor- 
tional weighted European (EUR5) partial regression coefficients, proportion 
o f part-time employment ( <15  hours) in the total workforce, establishments 
^ 100 employee?
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Independent variables Belg Denm Ger Italy NetherI UK
Constant 0.07 4.26 5.32 -4.83 8.26 -5.75
(0.02) (0.60) (0.68) (-1.34) (0.61) (-1.21)
Sector -1.09 0.52 2.83 -1.64* 1.21 -2.16*
(-1.32) (0.34) (1.60) (-2.01) (0.41) (-2.00)
Proportion of females -0.03 -0.02 0.04 -0.04* 0.06 -0.04
(-1.71) (-0.70) (1.20) (-2.30) (1.09) (-1.70)
Average qualification level 0.05 -0.08 -0.25 0.14* -0.11 0.20*
(0.80) (-0.61) (-1.73) (2.14) (-0.44) (2.23)
Past trend in employment 0.17 0.13 -0.42 0.12 0.91 -0.02
(0.43) (0.18) (-0.51) (0.31) (0.70) (-0.03)
Number of employees 0.00 0.00 0.00 0.00 0.00 0.00
(1.01) (-0.64) (0.41) (-0.30) (-0.34) (-0.06)
Problems with changes in -0.07 -0.66 0.15 -0.34 2.29* -0.67
workload (-0.22) (-1.05) (0.23) (-1.11) (1.99) (-1.67)
Main reason introduction -0.13 -0.11 0.52 -0.13 -0.48 -0.24
part-time work (-0.31) (-0.14) (0.63) (-0.34) (-0.30) (-0.48)
Manpower productivity 0.42 -0.86 0.31 -0.07 -0.03 -0.24
(0.62) (-0.70) (0.21) (-0.10) (-0.01) (-0.27)
Hourly cost advantages of -1.59* -0.99 3.08 -1.69* -1.69 -1.10
part-time work (-2.32) (-0.68) (1.94) (-2.39) (-0.79) (-1.24)
Motivation of part-timers -0.47 0.13 -0.97 0.05 2.55 0.12
(-0.68) (0.09) (-0.59) (0.06) (1.11) (0.12)
Absenteeism of part-timers -0.68 -1.87 1.36 -0.37 -1.18 -0.43
(-0.90) (-1.16) (0.80) (-0.49) (-0.56) (-0.44)
Coping with foreseeable -0.11 -0.94 2.22* -0.35 -4.04** -0.48
workload peaks (-0.26) (-1.03) (2.59) (-0.89) (-2.64) (-0.94)
Organising work -1.30* -1.08 2.48* -1.16* -0.04 -1.46*
(-2.16) (-1.14) (2.09) (-2.15) (-0.02) (-2.06)
Communication 0.80 0.73 -0.91 0.41 0.63 0.23
(1.56) (0.70) (-0.83) (0.81) (0.34) (0.35)
Control amount and quality -0.88 0.43 0.25 0.47 -2.72 0.51
of work (-1.27) (0.33) (0.17) (0.71) (-1.04) (0.58)
Turnover rate 1.15 0.99 -2.25 1.58** -2.83 2.01**
(1.91) (0.80) (-1.84) (2.83) (-1-40) (2.78)
Competitiveness -0.82 0.41 -1.11 -0.33 3.34 0.25
(-1.29) (0.31) (-0.80) (-0.53) (1.73) (0.30)
Quality of services or 0.38 0.49 1.10 -0.24 -1.72 -0.47
products (0.56) (0.37) (0.70) (-0.34) (-0.92) (-0.51)
Employee representation 1.18 2.57 -3.49 2.51 -3.71 2.83
(0.94) (1.38) (-1.16) (1.86) (-0.89) (1.69)
1 £-statistics in parentheses.
* Indicates the coëfficiënt is significant at the 5% level. 
** Indicates the coëfficiënt is significant at the 1% level.
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turnover rate of part-time employment is significantly lower than in the other five 
countries on average, indicating a more positive experience. In part this is related to the 
distribution by sex and by sector. Also the distribution by age may be of influence. As 
far as this higher turnover rate is a cost, it needs to be compensated by other cost 
advantages or organisational advantages. For Germany and the Netherlands, the effect 
of this independent variable is similar to that for EUR5.
The hourly cost advantages is the second most significant independent variable for 
EUR6. The bigger establishments with high rates of small part-time jobs more often 
experience costs advantages. In part this relates to exclusion and/or partial coverage. 
The perceived cost advantages depend on the national dismissal and social security 
legislation. However, the coëfficiënt is lower than in the case of part-time employment 
in general. Also for Germany and the United Kingdom the coefficients differ signifi- 
candy from zero. The German coëfficiënt is higher and the English coëfficiënt is lower 
than in the case of part-time employment in general (See Table 6.22a). For Belgium 
and Italy the coefficients differ significantly from the EUR5 average (See Table 6.24b). 
Managers in the bigger Belgian and Italian establishments with higher rates of small 
part-time jobs experience significandy less costs advantages. In part this is related to 
binding legislation, social security contributions and also to collective agreements (See 
Chapter 5). It may also be concluded that for Germany and the United Kingdom the 
cost advantages have an effect similar to that for EUR5.
A third significant variable explaining the proportion of small part-time jobs in the 
bigger establishments at the EUR6 level is the proportion of females in employment. 
Hypothesis 1 is supported by these results. However, the coëfficiënt is lower than in 
the case of part-time jobs in general. Moreover, the coefficients for the separate 
countries are insignificant. For Italy the coëfficiënt is significantly different from EUR5 
(See Table 6.24b). Small part-time jobs in the bigger Italian establishments are less 
associated with the proportion of females on the payroll than in the other countries.
A fourth significant determinant of the rate of small part-time jobs at the EUR6 
level is the average qualification level. The significant inverse relationship confirms 
hypothesis 3. The coëfficiënt is lower than for part-time work in general. In the bigger 
European establishments, small part-time jobs are less concentrated in lower level jobs 
than part-time employment in general. Also for Germany the negative partial regression 
coefficients differs significandy from zero. Table 6.24b shows significant positive 
differences from EUR5 for Italy and the United Kingdom. In these two countries small 
part-time jobs in the bigger establishments are more equally distributed over the 
qualification levels. For Germany the effect of the average qualification level is similar 
to the effect for EUR5.
Another significant determinant of the rate of small part-time jobs in the bigger 
establishments is the sector of activity. For EUR6, the bigger establishments in the 
service sector have significantly higher small part-time job rates than in the industrial 
sector. Hypothesis 4 is confirmed. Also here the coëfficiënt is lower than for part-time 
employment in general. Table 6.24b shows significant negative differences from EUR5 
for Italy and the United Kingdom. In these two countries small part-time jobs are 
more equally distributed over the service and industrial sector.
Hypothesis 5 is not confirmed. Table 6.24a shows that the relationship between the 
rate of small part-time jobs in the bigger establishments and the number of employees 
on the payroll is insignificant. Also Table 6.24b shows no significant country differences.
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Like for all establishments, at the EUR6 level, the coëfficiënt of the past trend in 
employment is insignificant. Hypothesis 6 on the heterogeneous nature of part-time 
employment is confirmed by these results. This again is also supported by the insignifi­
cant partial regression coefficients for the separate countries. Table 6.24b shows no 
significant differences from the European average of the five countries. Also this points 
towards an insignificant relationship between the small part-time rate in the bigger 
establishments and the past employment trend.
Hypothesis 8 is not confirmed. The relationship between the rate of small part-time 
jobs in the bigger establishments and the problems with changes in the workload is 
only significant for the Netherlands. Table 6.24b shows that in the Netherlands the 
proportion of small part-time jobs in the bigger establishments is significantly higher 
in establishments experiencing more changes in the workload. These results support the 
heterogeneous nature of small part-time employment, and for the Netherlands, in line 
with hypothesis 8, the demand-side dominance of the use of small part-time jobs.
To test hypothesis 10 again seven independent variables are used. The reladonships 
between the rates of small part-time jobs in the bigger establishment and the three 
independent variables manpower productivity, motivation and absenteeism are not 
significant for EUR6. Also the variables that relate to the quality of services and prod- 
ucts offered by the establishment and the competitiveness of the establishments are 
insignificant. For the bigger Belgian establishments the positive coëfficiënt of quality 
of services and products is significandy different from zero. Table 6.24b shows no 
significant differences. Taking into account the significant coefficients for the turnover 
rate and the cost advantages (see above), these regression results seem to confirm 
hypothesis 10 on the economic consideradons for small part-time jobs in the bigger 
establishments.
In order to test hypothesis 11 again four independent variables are used. The easier 
organisation of work, due to small part-time jobs, exerts a significant positive influence 
in the bigger establishments for EUR6. However, the coëfficiënt is lower than in the 
case of the part-time rate in general. Also for Germany the high posidve coëfficiënt is 
significandy different from zero. Table 6.24b shows significant differences from EUR5 
for Belgium, Germany, Italy and the United Kingdom, implying country specific effects 
of this independent variable and differences in experience. The coefficients of the other 
three independent variables coping with foreseeable workload peaks, communication 
problems and control amount and quality of work are insignificant for EUR6 (See 
Table 6.24a). Related to coping with foreseeable workload peaks the very high negative 
coëfficiënt is significant for the Netherlands and the high positive coëfficiënt is signifi­
cant for Germany. Table 6.24b shows that these two countries differ significantly from 
EUR5. Managers in the bigger German establishments with high rates of small part­
time jobs consider coping with foreseeable workload peaks a major advantage of the use 
of part-time work, while in the Netherlands it is increasingly considered of no impor­
tance. This again illustrates country specific effects and experience. The coëfficiënt of 
control amount and quality of work is significandy different from zéro for Belgium. 
Managers in the bigger Belgian establishments with higher rates of small part-time jobs, 
increasingly consider it more complicated to control the amount and quality of work 
if several part-dmers are employed instead of one full-timer. However, Table 6.24b 
again shows no significant differences. Hypothesis 11 on the organisational conse- 
quences seem to be confirmed by our regression results. There are country specific patterns.
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Hypothesis 9 is not confirmed. At the EUR6 level the impact of employee represen- 
tation on the rate of small part-time jobs in establishments with more than 100 
employees on the payroll is not significant. Also Table 6.24b shows no significant 
differences from the employee proportional Weighted EUR5.
6.5.4 Regression Analysis o f Fixed-term Employment
6.5.4.1 Fixed-term Employment in A ll Establishments
In Table 6.25a the regression results related to the rates of fixed-term employment are 
presented. From the value of the statistic adjusted coëfficiënt of determination, R2- 
adjusted, it can be concluded that the proportion of variation in the dependent 
variable, the fixed-term employment rate, explained by our model for EUR8 (0.14) is 
below that of the part-time rate. The explained proportion of the observed variation 
is the highest for Ireland and the Netherlands and the lowest for Denmark and 
Belgium. Note, however, that the rate of fixed-term contracts in most cases is very 
modest and more uniform within and across countries than the part-time rate. Table 
6.25a also contains the partial regression coefficients and the relevant ^statistics. For 
EUR8 the coefficients of all the chosen independent variables are not significandy 
different from zero. In order to establish whether there are country-specific patterns, 
in Table 6.25b the coefficients and the /-statistics of the difference between a country 
and the employee proportional weighted EUR7 average, the country under review not 
included, are presented.12 An interesting conclusion is that Denmark, Germany and 
the United Kingdom show no significant differences from EUR8, indicating a uniform 
pattern of explaining variables. Countries that show significant differences are Ireland, 
Italy, Spain, the Netherlands and Belgium. For Belgium a pattern of explaining 
variables common to that for EUR7 is found: only one independent variable differs 
significandy. Most differences are found for Ireland. For the Netherlands, Italy and 
Spain two independent variables differ significantly, indicating country specific patterns 
of explaining variables for these four countries. Most of the differences relate to 
experience. The differences concern the following independent variables: the proportion 
of females, motivation of fixed-term personnel, any disadvantages of fixed-term 
contracts, cost advantages, the average qualiflcation level, other and traditional reasons 
for using fixed-term contracts and impact on competitiveness.
The fact that for EUR8 all the coefficients are not significantly different from zero, 
implies that related to the rate of fixed-term employment in general our hypotheses are 
not supported by the data. On the other hand, coefficients of certain independent 
variables may be significantly different from zero for the separate country. Moreover, 
there may be significant inter country differences that support or oppose our hypoth­
eses. These differences will be discussed below. In line with the human capital theory 
and supporting hypothesis 3, for Spain and the Netherlands the high negative coeffi­
cients of average qualiflcation level are significantly different from zero. Table 6.25b 
shows that only for Spain this determinant differs significandy from the employee 
proportionally weighted average of the other seven countries (EUR7). In Spain fixed- 
term employment is more concentrated at the lower qualiflcation level (See also Table
12 See notes 6 and 7 for calculation methods applied.
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6.18). For Belgium the positive coëfficiënt of the sector of activity differs significantly 
from zero, supporting our hypothesis 4. Table 6.25b shows no significant differences 
from EUR7.
The relationship between the fixed-term rate and the proportion of females is not 
significant for EUR8 (See Table 6.25a). This result seems to support hypothesis 2. For 
Italy and the Netherlands the positive coëfficiënt of the proportion of females in the 
workforce differ significantly from zero. The coefficients for these two countries also 
differs significantly from EUR7 (See Table 6.25b). In Italy and the Netherlands the 
proportion of fixed-term employment is (more) positively related with the proportion 
of female employment (See also Table 6.15). For the Netherlands the coëfficiënt is 
lower than in the case of part-time employment, while for Italy it is much higher. This 
points towards supply-side influences for these two countries.
Only for the Netherlands the high positive coefficients of employees’ wishes is 
significantly different from zero. In the Dutch establishments, where the managers 
indicated that they only make fixed-term contracts with employees who want to stay 
for a fixed period is the most important reason for making fixed-term contracts, the 
fixed-term employment rates are higher. Like the significant positive relationship with 
the proportion of females, also this result points towards voluntary fixed-term employ­
ment, i.e. supply-side dominance in the Netherlands. Table 6.25b shows no significant 
differences from EUR7.
Like for part-time employment also for fixed-term employment the coëfficiënt of 
the number of employees on the payroll is close to zero. For Germany and the Nether­
lands the inverse relationship between the fixed-term rate and establishment size is 
significant and is in line with hypothesis 5. Table 6.25b shows no significant differ­
ences from the EUR7 average. The effect of this variable for Germany and the Nether­
lands is similar to that for EUR7.
For Belgium and Spain the above average positive partial regression coefficients of 
the past trend in employment are significandy different from zero. In these two 
countries the fixed-term rate is higher in expanding and lower in contracting establish­
ments, supporting hypothesis 7. Table 6.25b shows no significant differences from 
EUR7.
To test hypothesis 10 on the perceived economic advantages of fixed-term employ­
ment fbur independent variables have been selected: the cost advantages, motivation 
of fixed-term personnel, the impact on competitiveness and the impact on quality of 
products and services offered by fixed-term employment. The cost advantages to the 
establishment of fixed-term work, relative to permanent work, include lower hourly 
wages, lower national insurance contribution, fewer fringe benefits, and/or other cost 
advantages. Only for Ireland the positive partial regression coëfficiënt of the indepen­
dent variable hourly cost advantages is significandy different from zero. In line with our 
hypothesis, Irish managers of establishments with higher rates of fixed-term employ­
ment more often experience cost advantages of fixed-term employment. The coëfficiënt 
for Ireland also differs significandy from EUR7 (See Table 6.25b). The coëfficiënt of 
the independent variable motivation of fixed-term employees is only significantly 
different from zero for Spain. Spanish managers in establishment with higher fixed- 
term rates more often experience fixed-term employees to be less motivated than 
permanent employees. Italy and Spain differ significantly from the EUR7 average. In 
these countries the experience is more negative. For Belgium the coëfficiënt of the
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Table 6.25a Multiple regression results explaining the proportion offixed-term employment 
in the total tvorkforce, all establishmentf
Independent variables: EUR8 Belg Denm Esp Ger Italy Irel Netherl UK
Constant -2.72 1.69 10.07 22.51 6.83 10.59 2.96 6.43 -31.05
(-0.27) (0.14) (0.73) (1.87) (1.75) (0.40) (0.15) (1.02) (-1.03)
Sector 4.25 7.76* 0.11 -1.09 1.60 0.29 -0.50 2.09 11.43
(1.72) (2.12) (0.03) (-0.36) (1.74) (0.06) (-0.14) (1.17) (1.45)
Proportion of females -0.03 -0.04 -0.13 -0.04 0.02 0.17* 0.01 0. 11* * -0.21
(-0.67) (-0.55) (-1.83) (-0.68) (0.81) (2.02) (0.24) (3.19) (-1.53)
Average qualification -0.15 -0.40 -0.17 -0.82** -0.14 -0.82 0.03 -0.44** 0.49
level (-0.77) (-1.32) (-0.60) (-3.26) (-1.73) (-1.80) (0.08) (-3.06) (0.85)
Past trend in employ­ 1.25 4.08* -0.73 4.23** 0.24 2.32 0.21 -0.31 1.29
ment (1.13) (2.12) (-0.37) (2.64) (0.54) (1.03) (0.12) (-0.35) (0.37)
Number of employees 0.00 0.00 -0.01 -0.01 0.00* 0.00 0.00 0.00* * 0.00
(-0.37) (-0.58) (-1.78) (-1.87) (-2.56) (-0.24) (-1.04) (-2.87) (0.30)
Problems with 0.01 1.08 -0.50 0.82 -0.65 3.27 0.49 0.99 -1.63
changes in workload (0.02) (0.62) (-0.32) (0.66) (-1.74) (1.30) (0.35) (1.38) (-0.77)
Traditional reasons 0.31 1.55 8.37 1.57 -3.47** 5.71 -9.01* -3.31* 1.95
(0.10) (0.39) (1.46) (0.55) (-3.51) (0.33) (-2.50) (-1-97) (0.39)
New reasons 1.36c 0.44 6.69* 1.36 1.99* b 1.36 3.37 -0.14
(0.82) (0.11) (2.18) (0.39) (2.35) (0.40) (1.70) (-0.03)
Employees' wishes -0.12 -2.50 -1.94 3.30 1.62 -2.62 -7.24 7.76** -1.01
(-0.03) (-0.47) (-0.63) (-0.40) (1.89) (-0.11) (-1.41) (3.32) (-0.18)
Other reasons 1.86 3.51 2.35 -2.35 -0.35 3.18 11.77** -1.08 4.50
(0.54) (0.41) (0.32) (-0.56) (-0.30) (0.20) (3.13) (-0.34) (0.60)
Hourly cost advan­ -0.71 -5.54 -1.11 0.69 -0.16 4.26 6.34* 0.10 -4.48
tages fixed-t. contracts(-0.52) (-1.63) (-0.43) (0.33) (-0.23) (0.99) (2.58) (0.06) (-1.15)
Motivation fixed-term 0.99 -2.74 -1.76 -4.88* 0.68 -5.01 -1.18 - 0.11 7.17
personnel (0.56) (-0.92) (-0.69) (-2.14) (0.83) (-1.73) (-0.45) (-0.08) (1.27)
Any disadvantage 0.75 -7.84 0.26 4.29 1.60 0.31 -9.96** 6.78** -0.74
(0.40) (-1.90) (0.09) (0.98) (1.32) (0.07) (-2.99) (3.70) (-0.14)
Employees would not 0.00 -4.28 -4.23 0.77 -0.60 -4.64 -4.18 1.48 3.65
accept (0.00) (-1.23) (-1.21) (0.23) (-0.77) (-1.24) (0.94) (0.93) (0.67)
Competitiveness 1.95 9.05** 0.56 2.92 - 0.00 0.48 7.09 2.00 3.52
(1.24) (3.13) (0.20) (1.12) (-0.00) (0.13) (1.87) (1.58) (0.74)
Quality of services or 1.25 -5.09 1.74 4.12 0.90 3.36 -3.51 -0.21 1.13
products (0.88) (-1.65) (0.67) (1.93) (1.21) (1.05) (-1.25) (-0.16) (0.26)




















* J-statistics in parentheses. 
b New reasons do not apply in Italy.
c EUR7.
d Employee proportional weighted average.
* Indicates the coëfficiënt is significant at the 5% level.
** Indicates the coëfficiënt is significant at the 1% level.
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Table 6.25b Deviation o f national partial regression coefficients from employee propor- 
tional weighted European (EUR7) partial regression coefficients, proportion 
offixed-term employment in the total workforce, all establishmentf
Independent variables Belg Denm Esp Ger Italy Irel Netherl1 UK
Constant 4.57 13.08 27.33 13.97 15.85 5.80 9.94 -40.13
(0.28) (0.77) (1.70) (0.93) (0.56) (0.26) (0.79) (-1.30)
Sector 3.63 -4.23 -5.78 -3.87 -4.72 -4.84 -2.34 10.17
(0.81) (-0.97) (-1.43) (-1.04) (-0.87) (-1.11) (-0.73) (1.27)
Proportion of females -0.01 -0.11 -0.01 0.06 0.24* 0.04 0.15* -0.26
(-0.14) (-1.24) (-0.14) (0.97) (2.42) (0.60) (2.59) (-1.85)
Average qualification -0.26 -0.03 -0.73* 0.01 -0.81 0.18 -0.32 0.90
level (-0.73) (-0.08) (-2.26) (0.02) (-1.61) (0.44) (-1.28) (1.53)
Past trend in employ­ 2.92 -2.02 3.23 -1.47 1.28 -1.06 -1.70 0.05
ment (1.31) (-0.90) (1.62) (-0.88) (0.50) (-0.51) (-1.14) (0.01)
Number of employees 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
(-0.13) (-1.30) (-1.34) (0.02) (-0.12) (-0.37) (-1.12) (0.59)
Problems with 1.10 -0.53 0.87 -0.97 3.88 0.49 1.06 -2.33
changes in workload (0.58) (-0.30) (0.59) (-0.83) (1.48) (0.31) (0.97) (-1.05)
Traditional reasons 1.28 8.25 1.37 -5.53 6.43 -9.50* -3.93 2.33
(0.25) (1.26) (0.31) (-1.18) (0.3 7) (-1.97) (-1.03) (0.37)
New reasonsb -0.96 5.47 0.00 1.02 -1.36 -0.01 2.22 -2.31
(-0.23) (1.56) (0.00) (0.37) (-0.82) (0.00) (0.83) (-0.51)
Employees' wishes -2.47 -1.87 -3.45 2.54 -2.98 -7.27 8.54 -1.27
(-0.36) (-0.36) (-0.37) (0-42) (-0.13) (-1.10) (1.69) (-0.16)
Other reasons 1.71 0.50 -4.55 -3.23 1.57 10.11* -3.19 3.75
(0.18) (0.06) (-0.81) (-0.62) (0.10) (1.96) (-0.65) (0.44)
Hourly cost advan­ -5.00 -0.41 1.52 0.80 5.92 7.19* 0.88 -5.33
tages fixed-t. contracts (-1.36) (-0.14) (0.59) (0.38) (131) (2.54) (0.40) (-1.32)
Motivation fixed-term -3.85 -2.80 -6.35* -0.45 -7.14* -2.21 -1.19 8.76
personnel (-1.10) (-0.90) (-2.14) (-0.17) (-2.02) (-0.69) (-0.50) (1.53)
Any disadvantage -8.89 -0.50 3.84 1.25 -0.52 -10.91** 6.55* -2.11
(-1.95) (-0.14) (0.80) (0.43) (-0.10) (-2.85) (2.41) (-0.37)
Employees would not -4.43 -4.32 0.83 -0.88 -5.52 -4.26 1.60 5.17
accept (-1.13) (-1.10) (0.22) (-0.33) (-1.30) (-0.88) (0.64) (0.93)
Competitiveness 7.35* -1.42 1.05 -2.85 -1.75 5.25 0.05 2.23
(2.22) (-0.44) (0.34) (-119) (-0.43) (1.28) (0.02) (0.46)
Quality of services or -6.56 0.50 3.11 -0.51 2.51 -4.86 -1.58 -0.18
products (-1.92) (0.17) (1.18) (-0.23) (0.70) (-1.54) (-0.79) (-0.04)
1 «tatistics in parentheses.
b EUR6; Italy not included.
* Indicates the coëfficiënt is significant at the 5% level. 
** Indicates the coëfficiënt is significant at the 1% level.
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independent variable competition is significandy different from zero. Table 6.25b shows 
that the coëfficiënt of competitiveness for Belgium also differs significandy from the 
EUR7 weighted average. Belgian managers have a (more) positive experience related to 
the impact on competitiveness. In may be concluded that there are country specific 
patterns related to perceived economic advantages of fixed-term employment.
To test hypothesis 11 on the organisational consequences of fixed-term employment, 
three independent variables have been selected: new reasons, traditional reasons and any 
disadvantages13. For Germany, the Netherlands and Ireland the negative coefficients 
of the independent variable traditional reasons for making fixed-term contracts (task 
of fixed period of time and/or replacement of temporarily absent stafï) are significandy 
different from zero. In these three countries in establishments where the traditional 
reasons prevail, the fixed-term employment rate is significandy lower. Table 6.25b 
shows that only for Ireland this determinant differs significandy from the employee 
proportionally weighted average in the other seven countries (EUR7). In the Irish 
establishment the traditional reasons for making fixed-term contracts have a more 
negative impact on the rates of fixed-term employment than for the EUR7 average. In 
Italy new reasons for the introduction of fixed-term employment (uncertainty about 
workload, longer probationary period and difficulty or expensiveness to lay off redun­
dant permanent personnel) are not accepted by legislation. For Denmark and Germany 
the positive coefficients are significandy different from zero. In these two countries, in 
the establishment where new reasons are the most important reasons for using fixed- 
term employment the rates of fixed-term employment are higher. For Denmark and 
Germany new reasons can pardy explain the growth of fixed-term employment in the 
second half of the 1980s. However, Table 6.25b shows no significant differences from 
the employee proportionally weighted average in the other six countries (EUR6).14 
The relationship between the rate of fixed-term employment and the independent 
variable any disadvantages to the establishment is significandy different from zero for 
Ireland and the Netherlands. Table 6.25b shows that for the Netherlands and Ireland 
the coëfficiënt also differs significandy from EUR7. In the Netherlands the experience 
is (relatively) negative, while in Ireland it is (relatively) positive. The results for the 
Netherlands falsify hypothesis 11.
6.5.4.2 Fixed-term employment in the bigger establishments
In Table 6.26a the regression results for the fixed-term employment rate in the bigger 
establishments are presented. The goodness of fit of our model, R2-adjusted, for these 
bigger establishments (0.37) is higher than for all establishments. It is also higher for
13 Most o f the disadvantages refer to organisational disadvantages. The following major 
disadvantages were mentioned by managers (Bielenski, 1990). Fixed-term contracts are not useful: 
they restrain our flexibility: it would not be possible to terminate the contract prematurely (U.K.); 
more cost for administration and recruitment; less productive and less efficiënt; more expenditure 
on training; employees with fixed-term contracts are less qualified/less experienced than permanent 
staff, we risk that good employees which we want to keep leave the company after termination of 
the fixed-term contract; personnel with fixed-term contracts is less motivated or less integrated in 
the company/lack o f loyalty; negative influence on working climate within the establishment.
14 For Ireland the coëfficiënt o f other reasons (not specified) is significandy different from zero 
and significandy different ftom EUR7 (See Tables 6.25a and 6.25b).
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the separate countries, notably for the United Kingdom and Ireland. For Denmark our 
model does not have explanatory ability. Table 6.26a also contains the partial regression 
coefficients and the relevant f-statistics. A comparison between the Tables 6.25a and 
6.26a shows considerable differences between the results for the bigger establishment 
and for all establishments, i.e. differences between small and large establishments. In 
order to establish whether country-specific patterns can be distinguished, in Table 
6.26b the coefficients and the ^-statistics of the difference between a country and the 
employee proportional weighted EUR7 average of the other countries, the country 
under review not included, are presented. In all countries two or more significant 
differences are found. The results show many differences for Germany and the United 
Kingdom and few differences for Denmark. These differences concern all independent 
variables, except the following four variables: proportion of females in the workforce, 
the size of the establishment, traditional reasons and other reasons for using fixed-term 
contracts. From this it may be concluded that for the fixed-term employment rate in 
the bigger establishments there are country specific patterns of explaining variables.
For EUR8 the most significant independent variable is the quality of services and 
products offered by the establishment. According to managers in the bigger establish­
ments, higher rates of fixed-term employment are increasingly considered to be helpful 
in improving the quality of services or products. The coëfficiënt is significantly different 
from zero. The reladonship between the fixed-term rate and the quality of services and 
product is also significant for Ireland and the United Kingdom (See Table 6.26a). 
There are country specific effects. Table 6.26b shows that the coefficients of the quality 
of services and products are different from EUR7 for Denmark, Germany, the Nether­
lands and the United Kingdom. In the United Kingdom the experience is more 
positive and in the other three countries it is significantly less positive.
The second most significant independent variable is any disadvantages. Managers 
in the bigger establishments with higher rates of fixed-term employment significantly 
less often indicated that fixed-term contracts have any disadvantages to the establish­
ment at the EUR8 level. This illustrates the combination of high rates and positive 
experience and supports our hypothesis 11 on the organisational advantages. Also for 
the United Kingdom and Ireland the coefficients differ significantly from zero. Table 
6.26b shows that for all countries the coëfficiënt of this determinant differs significantly 
from EUR7, with the exception of Denmark and Ireland. In the United Kingdom the 
fact that no disadvantages occur, has a significant positive impact on the fixed-term 
rate. In the other countries these disadvantages are above the average. Managers in the 
bigger establishments in these countries with higher rates of fixed-term employment 
more ofren indicated to experience any disadvantages than the EUR7 average.
The fact that managers have to cope with substantial changes of the workload 
within the same day, from day to day and/or within a year when organising work, has 
a significant negative relationship with the fixed-term employment rate in the bigger 
establishments for EUR8. This is the third most significant determinant. Hypothesis 
8 is falsified. Also for the United Kingdom, Belgium and Germany the negative coëffi­
ciënt is significandy different from zero. Table 6.26b shows significant differences from 
the EUR7 average for all countries, except for Belgium and Denmark. Although man­
agers indicate they have to cope with many changes in the workload, the fixed-term 
rate is not higher. This implies that these changes have been met by other means, e.g. 
overtime by permanent personnel, part-time work and/or agency work. This role for
Table 6.26a Multiple regression results explaining the proportion offixed-term employment
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in the total workforce, establishments > 100 employeef
Independent variables; EUR8 Belg Denm Esp Ger Italy Irel Netherll UK
Constant 0.32 9.83 16.40 6.35 4.51 30.04 -10.78 2.72 -24.56
(0.04) (1.03) (0.99) (0.40) (1.17) (1.09) (-0.81) (0.42) (-1.36)
Sector 5.96* 0.31 2.54 -3.78 0.29 -0.44 -5.34 2.96 20.50*
(2.40) (0.13) (0.59) (-0.78) (0.28) (-0.07) (-1.55) (1.73) (2.74)
Proportion of females 0.03 0.07 -0.10 0.07 0.02 0.23 -0.09 0.05 -0.06
(0.61) (1.30) (-1.06) (0.93) (0.78) (1.92) (-2.32) (1.25) (-0.42)
Average qualiflcation 0.20 -0.11 -0.28 -0.86* -0.08 -0.52 -0.37 -0.33* 1.40*
level (1.14) (-0.49) (-0.88) (-2.52) (-0.92) (-0.75) (-1.38) (-2.32) (3.28)
Past trend in employ­ 0.44 1.92 -2.48 6.76** 0.66 2.08 0.82 0.64 -2.38
ment (0.35) (1.45) (-1.20) (3.43) (1.43) (0.63) (0.83) (0.77) (-0.63)
Number of employees 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
(-0.44) (0.04) (-1.06) (-0.48) (-1.82) (-0.14) (-1.62) (-1.61) (-0.12)
Problems with -3.23** -3.01* 0.42 2.01 -0.98* 3.80 -0.08 0.75 -12.40**
changes in workload (-3.17) (-2.52) (0.24) (1.25) (-2.58) (1.06) (-0.06) (1.04) (-4.44)
Traditional reasons -4.43 1.73 3.63 1.44 -2.34* -0.93 7.80 -2.68 -12.67
(-1.67) (0.60) (0.52) (0.40) (-2.16) (-0.09) (1.25) (-1.66) (-1.94)
New reasons 1.51f 1.49 2.05 -3.84 1.43 b -5.62 2.33 3.20
(1.55) (0.56) (0.53) (-0.91) (1.70) (-2.27) (1.39) (1.40)
Employees' wishes -7.58* -4.34 -0.77 1.35 1.84* c -17.51* 3.58 -23.21*
(-2.35) (-1.06) (-0.23) (0.15) (2.29) (-3.76) (1.84) (-2.63)
Other reasons -4.75f -2.78 -0.16 -3.00 -2.04 d 5.07 -2.72 -9.86
(-1.40) (-0.54) (-0.02) (-0.58) (-1.71) (1.32) (-0.93) (-1.05)
Hourly cost advan- 3.50 2.51 -0.44 0.70 -0.38 2.71 3.78 -1.31 10.49
tages flxed-t. contractsi (1-95) (0.85) (-0.14) (0.27) (-0.52) (0.45) (2.14) (-0.81) (2.10)
Motivaüon fixed-term 2.96* 0.39 -0.30 -1.62 0.82 -4.75 -0.68 0.26 12.14*
personnel (2.20) (0.16) (-0.10) (-0.56) (0.98) (-1.07) (-0.39) (0.20) (3.31)
Any disadvantage -10.36** 1.40 -2.59 7.22 0.34 3.11 -6.25* 2.36 -39.33*
(-3.28) (0.47) (-0.80) (1.33) (0.29) (0.45) (-2.98) (1.48) (-3.99)
Employees would not 7.98** -2.09 -3.65 4.96 0.40 -7.48 -0.55 3.01* 29.19*
accept (2.81) (-0.98) (-0.89) (1.31) (0.52) (-1.46) (-0.18) (2.00) (3.19)
Competitiveness -4.64* 1.23 3.38 5.10 0.59 1.30 4.15 2.48* -19.74*
(-2.14) (0.67) (0.24) (1.45) (0.76) (0.21) (1.26) (2.04) (-3.07)
Quality of services or 6.50** 1.76 -3.41 2.13 0.45 1.67 5.40* 0.07 19.81*
products (3.52) (0.85) (-1.15) (0.85) (0.57) (0.33) (3.05) (0.06) (3.60)
Employee representa­ 1.52f -11.02* 0.40 -4.69 -1.93 -22.48* c -2.26 22.42**
tion (0.64) (-2.33) (0.09) (-0.96) (-1.18) (-2.16) (-0.97) (4.40)
Number of cases 606 50 56 107 154 59 22 135 23
R2-adjusted 0.37* 0.26 -0.17 0.23 0.13 0.23 0.61 0.22 0.75
* f-statistics in parentheses.
b New reasons do not apply in Italy.
c No valid values in data matrix.
d Deleted from analysis because of high correlauon (r=l) with “traditional reasons”.
e All establishments with employee representation.
f EUR7.
g Employee proportional weighted average.
* Indicates the coëfficiënt is significant at the 5% level.
** Indicates the coëfficiënt is significant at the 1% level.
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Table 6.26b Deviation o f national partial regression coefficients from employee propor­
tional weighted European (EUR7) partial regression coefficients, proportion 
o f fixed-term employment in the total workfbrce, establishments > 100 
employeef
Independent variables Bdg Denm Esp Ger Italy Ird Netherl UK
Constant 9.83 16.43 6.53 6.11 36.48 -11.32 2.61 -35.26
(0.80) (0.90) (0.37) (0.54) (1.18) (-0.74) (0.25) (-1.81)
Sector -5.85 -3.49 -10.55 -8.29* -7.62 -11.53** -3.25 20.61**
(-1.66) (-0.70) (-1.90) (-2.21) (-1.10) (-2.70) (-1.02) (2.69)
Proportion of females 0.05 -0.13 0.04 -0.02 0.23 -0.12 0.02 -0.13
(0.60) (-1.24) (0.45) (-0.28) (1.80) (-1.91) (0.26) (-0.86)
Average qualificadon -0.31 -0.49 -1.14** -0.40 -0.85 -0.57 -0.57* 1.70**
levd (-1.11) (-1.33) (-2.95) (-1.53) (-1.21) (-1.81) (-2.43) (3.73)
Past trend in employ­ 1.53 -2.98 6.85** 0.33 1.95 0.39 0.22 -3.98
ment (0.83) (-1.23) (2.87) (0.17) (0.55) (0.24) (0.14) (-1.03)
Number of employees 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
(0.41) (-0.70) (-0.15) (0.18) (-0.06) (-0.30) (-0.38) (0.12)
Problems with 0.23 3.73 5.68** 3.29* 8.37* 3.21* 4.32**-12.99**
changes in workload (0.15) (1.85) (2.91) (2.15) (2.24) (1.96) (3.27) (-4.45)
Traditional reasons 6.37 8.24 6.35 3.06 4.17 12.47 1.90 -11.68
(1.61) (1.10) (1.39) (0.77) (0.37) (1.83) (0.58) (-1.66)
New reasonsb -0.02 0.55 -5.88 -0.13 -1.51 -7.29** 0.91 2.61
(-0.01) (0.14) (-1.36) (-0.08) (-1.55) (-2.73) (0.46) (1.07)
Employees* wishesb 3.37 7.00 9.83 15.11** 7.58* -10.17 12.31** -24.06**
(0.64) (1.49) (1.00) (2.89) (2.35) (-1.78) (3.04) (-2.69)
Other reasonsb 2.05 4.71 1.92 4.34 4.75 10.05 2.23 -7.87
(0.33) (0.44) (0.30) (0.79) (1.40) (1.94) (0.47) (-0.83)
Hourly cost advan­ -1.03 -4.03 -3.03 -5.67* -0.94 0.28 -5.22* 9.90
tages fixed-t. contracts (-0.30) (-1.11) (-0.93) (-2.10) (-0.15) (0.11) (-2.06) (1.91)
Motivation fixed-term -2.66 -3.34 -4.96 -3.13 -9.19* -3.72 -2.94 13.01**
personnel (-0.97) (-0.98) (-1.53) (-1.49) (-1.98) (-1.67) (-1.51) (3.39)
Any disadvantage 12.17** 7.95 19.04** 15.64** 16.04* 4.20 13.81** -41.04**
(2.75) (1.74) (2.98) (3.31) (2.06) (1.09) (3.65) (-4.10)
Employees would not -10.41** -11.88* -3.26 -11.08** -18.40** -8.69* -5.39 30.06**
accept (-2.86) (-2.37) (-0.67) (-2.63) (-3.04) (-2.05) (-1.57) (3.26)
Competitiveness 6.07* 8.19* 10.54* 7.64* 7.07 8.96* 7.72**-21.41**
(2.09) (1-97) (2.50) (2.35) (1.07) (2.26) (2.92) (-3.24)
Quality of services or -4.91 -10.12** -4.73 -8.84** -5.76 -1.12 -6.98** 18.86**
products (-1.75) (-2.89) (-1.48) (-3.17) (-1.05) (-0.43) (-3.04) (3.34)
Employee representa- -12.99* -1.15 -6.74 -5.10 -28.69** -1.52 -4.12 29.87**
tionc (-2.43) (-0.22) (-1.22) (-1.34) (-2.71) (-0.64) (-1.18) (5.21)
* *-statistics in parentheses. 
b EURjS; Italy not induded.
c EUR6; Ireland not induded.
* Indicates the coeffident is significant at the 5% level. 
** Indicates the coeffident is significant at the 1% levd.
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part-time employment is not supported by the regression results above. Moreover, 
bigger firms are more able to cope internally with these changes.
For the bigger establishments, the regression results seem to confirm hypothesis 2. 
The relationship between the fixed-term rate and the proportion of females in the 
workforce is insignificant (See Table 6.26a and Table 6.26b). Employees would not 
accept is significantly positive associated with the rate of fixed-term employment for 
EUR8 in the bigger establishments. Managers in the bigger establishments with higher 
fixed-term rates more often indicated that employee they wanted to hire would not 
accept a fixed-term contract. Also for the Netherlands and the United Kingdom the 
positive coefficients differ significandy from zero (See Table 6.26a). This points towards 
a supply-side constraint on the proportion of fixed-term employment. Table 6.26b 
shows that for all countries this determinant differs significandy from EUR7, with the 
exception of Spain and the Netherlands. For the bigger establishments in Belgium, 
Denmark, Ireland, Germany and Italy this supply-side constraint is significantly lower 
than the EUR7 average, while in the United Kingdom it is significantly higher than 
the EUR7 weighted average. The variable employees’ wishes shows a significant 
negative relationship with the fixed-term rate for EUR7 in the bigger establishments. 
In the bigger establishments where the managers indicated that they only make fixed- 
term contracts with employees who want to stay for a fixed period is the most impor­
tant reason for making fixed-term contracts, the fixed-term employment rates are lower. 
Also this points towards supply constraints on the fixed-term employment rate. The 
separate country coefficients show considerable differences. The negative coefficients for 
Ireland and the United Kingdom and the positive coëfficiënt for Germany are signifi­
cantly different from zero. For Germany the results point towards supply-side domi- 
nance, i.e. voluntary fixed-term employment. Table 6.26b shows that for Germany, 
Italy, the Netherlands and the United Kingdom the coefficients are significandy 
different from EUR6.
Hypothesis 4 is confirmed for the fixed-term employment rates in the bigger 
establishments. For EUR8, the rate of fixed-term employment in the bigger establish­
ments is positively associated with the service sector. The partial regression coefficients 
for the separate countries show a mixed picture. Only for the United Kingdom the 
high positive coëfficiënt is significantly different from zero. Table 6.26b shows that for 
Germany, Ireland and the United Kingdom the results are significandy different fiom 
EUR7. The first two negatively, and the latter positively. In the bigger German and 
Irish establishments, the fixed-term rate is more equally distributed over the sectors of 
activity, while in the United Kingdom it is more concentrated in the service sector.
For EUR8 the relationship between the fixed-term employment rate in the bigger 
establishments and the average qualification level is not significant. Hypothesis 3 is not 
confirmed. There are significant inter country differences. A high significant positive 
coëfficiënt is found in the United Kingdom. Significant negative coefficients are found 
for Spain and the Netherlands. Table 6.26b shows that for Spain, the Netherlands and 
the United Kingdom the coëfficiënt differs significandy from the employee 
proportionally weighted average in the other seven countries (EUR7). For the first two 
negatively, in line with the human Capital theory, and for the United Kingdom 
positively, contrary to what the human Capital theory predicts.
The data do not support hypothesis 7. The relationship between the rate of fixed- 
term employment in the bigger establishments and the past trend in employment is
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insignificant. At the EUR8 level, the fixed-term rate in the bigger establishments is not 
significantly higher in expanding establishments. Only for Spain the high positive 
partial regression coefficients is significandy different from zero. Table 6.26b shows that 
the coëfficiënt for Spain also difFers significandy from the EUR7 average. In the bigger 
Spanish establishments the fixed-term rate has a strong positive relationship with the 
business cycle, supporting hypothesis 7.
The relationship between the fixed-term rate in the bigger establishments and the 
number of employees on the payroll is not significant for EUR8 and the separate 
countries. The coefficients are close to zero. Table 6.26b shows that no country differs 
significandy from the EUR7 average. Hypothesis 5 is not confirmed.
The test of hypothesis 10 on the perceived economic advantages of fixed-term 
employment is based on fbur selected independent variables. The relationship between 
the rates of fixed-term employment in the bigger establishments and the hourly cost 
advantages for EUR8 is not significant. Also the separate country coefficients do not 
differ significandy from zero. However, Table 6.26b shows significant differences from 
EUR7 for Germany and the Netherlands, indicating relatively few cost advantages in 
these countries in the bigger establishments with higher rates of fixed-term employ­
ment. The relationship between the fixed-term employment rate and motivation is 
significant for EUR8. According to managers in the bigger establishments with higher 
rates of fixed-term employment, the fixed-term employees are more motivated than 
permanent employees. A significant positive coëfficiënt is also found in the United 
Kingdom. Table 6.26b shows significant differences from EUR7 fbr Italy and the 
United Kingdom, indicating (more) positive experience in the latter and more negative 
experience in the first. There are country specific patterns related to the economic 
(dis)advantages of fixed-term employment. For EUR8 according to managers in the 
bigger establishments, higher rates of fixed-term employment are increasingly con- 
sidered to be harmful for competition. The coëfficiënt is significandy different from 
zero (See Table 6.26a). The relationship between the fixed-term rate and competition 
is significant for the Netherlands and the United Kingdom. However, in the Nether­
lands the experience is positive, while in the United Kingdom the experience is 
negative. Table 6.26b shows that for all countries, except Italy, the coëfficiënt on 
competitiveness differs significandy from the EUR7 weighted average. In the United 
Kingdom in the bigger establishments higher part-time rates are considered harmful for 
competition, while the other countries havé more positive experience. These regression 
results seem to confirm hypothesis 10 on the economic advantages of fixed-term 
employment.
To test hypothesis 11 on the organisational consequences of fixed-term employment 
in the bigger establishments, again the regression results of three independent variables 
have been used. For EUR7, the relationship between the rate of fixed-term employment 
in the bigger establishments and the traditional reasons for making fixed-term contracts 
is not significant. Only for Germany, the partial regression coëfficiënt is significandy 
different from zero. In the bigger German establishments, where traditional reasons are 
the most important reason for making fixed-term employment, the rates of fixed-term 
employment are lower. However, Table 6.26b shows no significant differences. For 
EUR7 the new reasons for the introduction of fixed-term employment has an insignifi­
cant relationship with the fixed-term rate in the bigger establishments. For Ireland the 
negative coëfficiënt differs significandy from zero. In the Irish establishment, where new
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reasons are the most important reasons for using fixed-term employment, the rates of 
fixed-term employment are lower. Table 6.26b shows also that Ireland differs signifi­
candy from EUR6. For the bigger establishments hypothesis 11 seems to be confirmed 
by these results.
Hypothesis 9 is not supported by the data. The relationship between the fixed-term 
employment rate in the bigger establishments and the presence of a works council is 
not significant for EUR7. For Belgium, Italy and the United Kingdom the coëfficiënt 
of this independent variable is significandy different from zero (See Table 6.26a). In 
the United Kingdom the insider-outsider theory applies15, while in Belgium and Italy 
it has a significant constraining impact in line with our hypothesis 9. The coefficients 
for Belgium, Italy and the United Kingdom differ significandy from the EUR6 average 
(See Table 6.26b), indicating a country specific pattern for these countries.
6.5A.3 Short Fixed-term Jobs in A ll Establishments
In the next two subsections the results of the regression analysis of rates of fixed-term 
contracts with a duration of less than 6 months are presented. In most countries the 
probationary period is 3-6 months. So why should companies bother to make fixed- 
term contracts which last no longer or hardly any longer than ordinary contracts which 
contain a probation period? Do they make up those type of contracts especially for 
women, for lower skilled jobs and/or is this type of contract concentrated in certain 
sectors of activity. From Table 6.27a it may be concluded that the goodness of fit of 
our model, R2-adjusted, for the short fixed-term rate is low (0.04). For Denmark, 
Ireland and the United Kingdom our regression model has no explanatory ability. In 
the other countries the explained proportion of variation is above that of the employee 
proportional weighted EUR8. Table 6.27a also contains the partial regression coeffi­
cients and the relevant £-statistics. In order to establish whether there are country 
specific patterns in Table 6.27b the coefficients and the £-statistics of the difference 
between a country and the employee proportional weighted EUR7 average of the other 
countries, the country under review excluded, are presented. Country specific patterns 
of explaining variables are found for Germany, Italy, Spain and the Netherlands. 
Belgium and Denmark show a uniform pattern, and Ireland and the United Kingdom 
a pattern common to that for EUR7. The differences are equally distributed over 
objective characteristics and independent variables on experience. For short fixed-term 
jobs, these differences concern the following independent variables: the sector of 
activity, the proportion of females, motivation of fixed-term personnel, cost advantages, 
new reasons, employees’ wishes and other reasons for using fixed-term contracts and 
motivation of fixed-term personnel.
Again, in line with the human Capital theory, there is a significant inverse relation­
ship between the rate of short fixed-term employment and the average qualification 
level (See Table 6.27a). Also the separate country coefficients have a negative value. 
Hypothesis 3 is confirmed. The coefficients for Spain, Germany and the United 
Kingdom differ significandy from zero. Table 6.27b shows no significant differences 
from the employee proportionally weighted average in the other seven countries
15 Note that for the United Kingdom, the question in the questionnaire refers to any tiade 
union recognised for collective bargaining purpose at the establishment.
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(EUR7). The fact that for EUR8 only one coëfficiënt differs significandy from zero, 
implies that related to the rate of short fixed-term employment the other hypotheses 
are not confirmed by the data. On the other hand, coefficients of certain independent 
variable may be significandy different from zero for the separate country. Moreover, 
there may be significant country differences that support or oppose the hypotheses. 
These differences will be discussed below.
The coëfficiënt of the sector of activity is only significandy different from zero for 
the United Kingdom (See Table 6.27a). Here the rate of short fixed-term employment 
is positively associated with the service sector. Table 6.27b shows that the United 
Kingdom, the Netherlands and Germany differ significandy from EUR7. In the United 
Kingdom short fixed-term employment is more concentrated in the service sector, while 
in Germany and the Netherlands it is more concentrated in the industrial sector.
Related to the proportion of females in the workforce the negative coëfficiënt is 
significant for Italy and the positive coëfficiënt is significant for the Netherlands. Table 
6.27b shows a significant positive difference for the Netherlands. In this countries short 
fixed-term employment is (more) associated with female employment than in the other 
countries on average. The insignificant relationship for EUR8 supports hypothesis 2. 
The relationship between employees would not accept and the rate of short fixed-term 
employment is not significant for the separate countries. Table 6.27b shows that Spain, 
with high rates of temporary jobs and half are short-term (See Tables 6.16 and 6.17) 
is significantly different from the EUR7 weighted average. Spanish managers experience 
a supply constraint. This supports hypothesis 2. For all separate countries, the relation­
ship between short fixed-term rate and employees’ wishes is insignificant (See Table 
6.27a). Table 6.27b shows that for Ireland this determinant differs significantly from 
EUR7. In Ireland, in establishments where the managers indicated that they only make 
fixed-term contracts with employees who want to stay for a fixed period is the most 
important reason for making fixed-term contracts, the short fixed-term employment 
rates are higher than in the other countries.
In Belgium and Italy, establishments that experience more problems with changes 
in the workload have significandy higher short fixed-term employment rates. These 
results support our hypothesis 8. Table 6.27b shows that only the Italian coëfficiënt 
differs significantly from the EUR7 average for this independent variable. In Italian 
establishments with many changes in the workload the proportion of short duration 
fixed-term jobs is higher than in other countries.
The test of hypothesis 10 on the perceived economic advantages of fixed-term 
employment is based on the regression results for four independent variables. The 
relationship between the hourly cost advantages and the short fixed-term employment 
rate is only significant for Germany. The German managers in establishments with 
higher rates of short fixed-term employment experience more cost advantages. Table 
6.27b shows that Germany also differs significandy from EUR7. In Germany the 
experience is more positive. Germany also is the only country where the relationship 
between the short fixed-term employment rate and the motivation of fixed-term 
personnel is significant. However, now there is an inverse relationship. Table 6.27b 
shows that Germany also differs significantly from EUR7. In Germany the experience 
with motivation is (more) negative. According to the Belgian managers, higher rates of 
short fixed-term employment are helpful for competition. However, Table 6.27b shows 
no significant differences. The other relevant independent variables are insignificant.
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Table 6.27a Multiple regression results explaining the proportion o f fixed-term employment 
(< 6  months) in the total workforce, all establishment^
Independent variables EUR8 Belg Denm Esp Ger Italy Irel Netherl[ UK
Constant 127.88** (27.21 67.32 50.64 140.00**168.32* 184.43 27.65 151.82
(2.98) (0.66) (1.20) (1.77) (4.11) (2.02) (1.33) (1.02) (1.14)
Sector 17.16 -7.15 15.60 13.32 -13.19 -6.92 13.55 -15.05 75.55*
(1.58) (-0.59) (1.07) (1.85) (-1.67) (-0.47) (0.54) (-1.96) (2.17)
Proportion of females -0,37 -0.05 -0.20 -0.02 -0.23 -0.64* 0.06 0.57** -0.81
(-1.93) (-0.18) (-0.67) (-0.15) (-1.46) (-2.43) (0.15) (3.79) (-1.31)
Average qualification -2.68** -1.68 -1.34 -1.24* -1.94** -1.31 -3.67 -1.43* -5.07
level (-3.25) (-1.68) (-1.13) (-2.07) (-2.73) (-0.90) (-1.45) (-2.30) (-1.98)
Past trend in employ- -3.17 10.31 -10.29 2.73 2.72 6.45 -8.88 5.90 -19.30
ment (-0.65) (1.60) (-1.29) (0.72) (0.69) (0.91) (-0.72) (1.54) (-1.26)
Number of employees 0.00 0.00 -0.01 0.00 -0.01 -0.03 0.01 0.00 0.01
(-0.32) (-0.60 (-0.88) (0.06) (-1.74) (-1.28) (1.12) (-0.32) (0.35)
Problems with 5.31 14.30* 4.41 -1.63 5.51 20.08* 1.33 2.55 -1.10
changes in workload (1.64) (2.49) (0.68) (-0.55) (1.71) (2.53) (0.14) (0.83) (-0.12)
Traditional reasons -11.47 21.36 36.69 0.82 -6.76 -88.98 4.67 0.79 10.86
(-1.02) (1.60) (1.56) (0.12) (-0.79) (-1.64) (0.18) (0.11) (0.49)
New reasons 8.00' 13.80 8.31 -18.27* -4.98 b 8.25 -0.93 31.01
(1.06) (1.07) (0.66) (-2.19) (-0.68) (0.34) (-0.11) (1.57)
Employees' wishes -24.65 7.74 7.55 -9.54 -9.21 -108.98 68.14 -5.30 -16.67
(-1.74) (0.42) (0.60) (-0.49) (-1.25) (-1.49) (1.87) (-0.53) (-0.67)
Other reasons -2.98 9.57 47.81 -15.68 19.39 -90.71 -27.45 -9.82 22.35
(-0.22) (0.34) (1.59) (-1.57) (1.93) (-1.77) (-1.03) (-0.72) (0.67)
Hourly cost advan­ 0.94 0.09 -7.74 -4.83 17.89** -1.76 -22.12 -6.75 -9.96
tages fixed-t. contracts (0.16) (0.01) (-0.72) (-0.97) (2.97) (-0.13) (-1.27) (-0.97) (-0.58)
Motivation fixed-term 6.57 0.80 8.55 9.63 -14.19* -3.90 -0.46 4.82 35.19
personnel (0.83) (0.08) (0.82) (1.78) (-2.03) (-0.43) (-0.02) (0.80) (1.40)
Any disadvantage -0.18 -10.48 -0.55 8.90 5.25 -6.15 -6.56 -2.64 -2.82
(-0.02) (-0.77) (-0.05) (0.85) (0-50) (-0.43) (-0.28) (-0.34) (-0.12)
Employees would -10.15 -4.95 12.49 12.23 -1.17 -7.55 36.36 -8.72 -32.74
not accept (-1.30) (-0.42) (0.88) (1.55) (-0.17) (-0.64) (1.15) (-1.29) (-1.35)
Competitiveness -0.93 20.69* 0.18 10.75 -2.28 -1.74 -11.57 6.6 0 -5.91
(-0.14) (2.16) (0.02) (1.72) (-0.34) (-0.15) (-0.43) (1.22) (-0.28)
Quality of services -4.32 -19.24 -7.38 -5.36 -4.06 -1.31 -5.52 -1.07 -5.51
or products (-0.68) (-1.89) (-0.70) (-1.05) (-0.63) (-0.90) (-0.28) (-0.20) (-0.28)




















‘ f-statistics in parentheses. 
b New reasons do not apply in Italy.
'  EUR7.
d Employee proportional weighted average.
* Indicates the coëfficiënt is significant at the 5% level. 
** Indicates the coëfficiënt is significant at the 1% level.
Table 6.27b Deviation o f national partial regression coefficients from employee propor- 
tional weighted European (EUR7) partial regression coefficients, proportion 
o f fixed-term employment (< 6  months) in the total workfbrce, all establish­
mentf
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Independent variables Belg Denm Esp Ger Italy Irel NetherJ: UK
Constant -104.15 -61.89 -83.63 17.73 48.15 57.68 -■108.78* 33.93
(-1.72) (-0.87) (-1.53) (0.25) (0.50) (0.40) (-2.02) (0.25)
Sector -25.16 -1.59 -4.16 -44.36* -28.67 -3.68 -34.96* 82.74*
(-1.52) (-0.09) (-0.30) (-2.55) (-1.48) (-0.13) (-2.49) (2.35)
Proportion of females 0.34 0.18 0.38 0.21 -0.32 0.44 1.03** -0.62
(1.04) (0.50) (1.53) (0.68) (-0.92) (0.98) (3.97) (-0.99)
Average qualification 1.03 1.36 1.56 1.08 1.63 -1.01 1.35 -3.38
level (0.78) (0.94) (1.45) (0.79) (0.95) (-0.38) (1.24) (-1.30)
Past trend in employ­ 13.94 -7.28 6.38 8.60 11.46 -5.83 9.84 -22.86
ment (1.71) (-0.78) (0.98) (1.09) (1-26) (-0.44) (1.51) (-1-47)
Number of employees 0.00 -0.01 0.00 0.00 -0.03 0.02 0.00 0.02
(-0.10) (-0.56) (0.30) (-0.21) (-1.20) (1.11) (0.12) (0.63)
Problems with 9.30 -0.92 -7.52 0.30 17.59* -4.05 -2.99 -9.08
changes in workload (1.40) (-0.13) (-1.64) (0.05) (2.03) (-0.39) (-0.64) (-0.94)
Traditional reasons 33.96 49.21 13.30 6.87 -92.29 16.45 13.30 31.63
(1.92) (1.88) (0.96) (0.38) (-1.68) (0.59) (0.94) (1.24)
New reasonsb 5.84 0.12 -29.12* -21.12 -8.20 0.06 -10.07 35.11
(0.39) (0.01) (-2.48) (-1.57) (-1.08) (0.00) (-0.85) (1-73)
Employees' wishes 33.52 32.91 16.37 22.57 - 100.40 94.64* 21.01 11.32
(1.42) (1.71) (0.66) (1.04) (-1.36) (2.42) (1.15) (0.38)
Other reasons 12.98 51.91 -13.75 32.70 -104.46* -24.96 -7.43 35.89
(0.41) (1.58) (-0.79) (1.53) (-1.98) (-0.83) (-0.37) (1.01)
Hourly cost advan­ -0.88 -8.87 -6.25 24.77* -3.22 -23.52 -8.34 -15.44
tages fixed-t. contracts (-0.07) (-0.72) (-0.77) (2.44) (-0.21) (-1.28) (-0.88) (-0.87)
Motivation fixed-term -5.97 2.03 3.31 -30.34* -12.47 -7.17 -1.89 40.55
personnel (-0.47) (0.15) (0.33) (-2.32) (-0.96) (-0.35) (-0.18) (1.60)
Any disadvantage -10.67 -0.38 9.83 7.92 -7.11 -6.52 -2.68 -3.75
(-0.66) (-0.03) (0.71) (0.52) (-0.42) (-0.26) (-0.23) (-0.15)
Employees would not 5.38 23.14 24.23* 13.12 3.09 47.44 1.55 -32.01
accept (0.38) (1.42) (2.10) (1.02) (0.21) (1.46) (0.14) (-1.30)
Competitiveness 22.37 1.13 12.65 -1.98 -0.97 -10.86 8.17 -7.06
(1.87) (0.08) (1.30) (-0.17) (-0.07) (-0.39) (0.89) (-0.33)
Quality of services or -15.44 -3.12 -1.12 0.39 5.05 -1.22 3.53 -1.69
products (-1.28) (-0.25) (-0.13) (0.04) (0.40) (-0.06) (0.40) (-0.09)
* ï-statistics in parentheses.
b EUR6; Italy not induded.
* Indicates the coëfficiënt is significant at the 5% level. 
** Indicates the coëfficiënt is significant at the 1% level.
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The coëfficiënt of new reasons for the introduction of fixed-term employment is 
only significantly different from zero for Spain. In the Spanish establishment where 
new reasons are the most important reasons for using fixed-term employment the rates 
of short fixed-term employment are lower.16 Table 6.27b shows that for Spain this 
determinant differs significantly from the employee proportionally weighted average in 
the other seven countries (EUR7). The coefficients of traditional reasons and any 
disadvantages are insignificant.
6.5.4.4 Short Fixed-term Jobs in the Bigger Establishments
In Table 6.28a the regression results for the proportions of short fixed-term employ­
ment in the bigger establishments are presented. The proportion of explained variation
— R2-adjusted — for EUR8 is very modest (0.14), although higher than for all establish­
ments (See Table 6.27a). This is also the case for the United Kingdom, Denmark, 
Spain, Germany and the Netherlands. Our model does not have explanatory ability for 
Belgium and Ireland. Table 6.28a also contains the partial regression coefficients and 
the relevant ^tatistics. For EUR8 no coëfficiënt of the chosen independent variables 
is significantly different from zero. In order to establish whether there are country 
specific patterns in Table 6.28b the coefficients and the f-statistics of the difference 
between a country and the employee proportional weighted EUR7 average are pres­
ented. Countries that show differences are Germany, Ireland and the Netherlands. 
Related to short fixed-term jobs in the bigger establishments, the differences are limited 
to the following three independent variables: the service/industrial sector, the propor­
tion of females and the motivation of fixed-term personnel. These results point towards 
uniform and common patterns of explaining variables.
The fact that for EUR8 all the coefficients are not significandy different from zero, 
implies that related to the rate of short fixed-term employment in the bigger establish­
ments, our data do not support the hypotheses. On the other hand, coefficients of 
certain independent variable may be significantly different from zero for the separate 
country. Moreover, there may be significant inter country differences that support or 
oppose our hypotheses. These differences will be discussed below.
Only for Spain the relationship between the rate of short fixed-term employment 
in the bigger establishments and the sector of activity is significant. In Spain these forms 
of contracts are more frequent in the service sector than in the industrial sector. Table 
6.28b shows that Ireland differs significandy from the average of the other countries. 
In the bigger Irish establishments short fixed-term employment is more associated with 
the industrial sector. In the Netherlands, the positive relationship between the short 
fixed-term employment rate in the bigger establishments and the proportion of females 
in the workforce is significant. Moreover, the coëfficiënt is very high, equal to that for 
the general part-time employment rate in the bigger establishment (See Table 6.22a). 
Table 6.28b shows a significant positive difference for the Netherlands; short fixed-term 
employment in the bigger Dutch establishments is more associated with female employ­
ment than in the other countries on average (EUR7). In the Netherlands short fixed-
16 For all separate countries, the relationship between short fixed-term rate and other reasons 
(not specified) is insignificant. Table 6.27b shows that for Italy the coëfficiënt differs significantly 
from EUR7.
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term contracts is supply-side dominated. In line with the human capital theory, the 
inverse relationship between the average qualification level and the rate of short fixed- 
term employment in the bigger establishments is significant for Spain and the Nether­
lands. Table 6.28b shows no significant differences fiom EUR7. Only for the bigger 
Italian establishments the relationship between problems with changes in the workload 
and the rates of short fixed-term employment is significant. This supports hypothesis 
8. Table 6.28b shows no significant differences. For Germany, employees’ wishes show 
a significant negative relationship with the short fixed-term rate in the bigger establish- 
ments. In the bigger German establishments, where the managers indicate that they only 
make fixed-term contracts with employees who only want to stay for a fixed period as 
the main reason for, the short fixed-term job rates are lower, indicating a supply-side 
constraint on fixed-term jobs. This supports our hypothesis 2. Table 6.28b shows no 
significant differences from the weighted EUR7.
Related to the test of hypothesis 10 the following results are relevant. The signifi­
cant negative relationship of the hourly cost advantages with the short fixed-term 
employment rate in the bigger establishments for the Netherlands implies that man­
agers in establishments with high short fixed-term job rates indicated less that fixed- 
term jobs have cost advantages for the establishment. For Germany the positive 
relationship is significant. Here the managers with higher rates of short fixed-term jobs 
experience more cost advantages. However, Table 6.28b shows no significant differences 
from EUR7. Only for Denmark there is a significant positive relationship between the 
rate of short fixed-term jobs in the bigger establishments and motivation of fixed-term 
employees. Table 6.28b shows a significant difference from EUR7 for Germany. 
Managers in the bigger German establishments with high rates of short fixed-term 
employment rates have worse experience with motivation than in the other countries 
on average. Table 6.28a shows that according to the Belgian managers in the bigger 
establishments, higher rates of short fixed-term employment are helpfid in making the 
establishment more competitive, while according to the Danish managers it is harmfiil 
in improving the quality of services or products. Table 6.28b shows no significant 
differences.
6 .6  T H E  F L E X IB L E  F IR M  IN  E U R O P E
One of the major themes of the debate on the “flexible firm” is the clustering of the 
various forms of atypical employment, i.e. the extent to which atypical employment is 
concentrated on a specific set of firms which in turn make use of a wide range of 
different forms of atypical employment. The theory of the flexible firm suggests that 
organisations making use of one form of flexible labour are also likely to make use of 
other forms of it. Notably in the United Kingdom this would be the case (Atkinson, 
1985). In Chapter 3 the consciously and rationally employers’ driven theory of the 
flexible firm and other labour market segmentation theories have been criticised for 
disregarding supply-side influence on the work patterns, the heterogenous character of 
part-time employment and by the fact that the policy with regard to numerical 
flexibility in Europe is ad hoc. Organisations are more often able to offer permanent 
labour contracts than is actually the case. Our hypothesis 12 is that permanent part­
time work and temporary work are to some extent substitutes, i.e. a high proportion
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Table 6.28a Multiple regression results explainingthe proportion o f fixed-term employment 
(< 6  months) in the total workfbrce, establishments > 100 employeef
Independent variables EUR8 Belg Denm Esp Ger Italy Irel Netherl UK
Constant 85.22 29.66 36.96 8.77 161.87** 97.98 - 165.92 51.51 39.23
(1.39) (0.40) (0.52) (0.21) (4.38) (1.31) (-0.74) (1.54) (0.20)
Sector 18.56 -21.91 32.42 27.76* -12.20 -10.90 -128.85 -8.90 85.92
(0.75) (-1.13) (1.75) (2.15) (-1.27) (-0.63) (-2.20) (-1.02) (1.05)
Proportion of females -0.67 0.04 -0.70 0.03 -0.01 -0.50 0.02 0.49** -2.10
(-1.37) (0.08) (-1.73) (0.14) (-0.06) (-1.57) (0.03) (2.64) (-1.27)
Average qualification -2.21 -1.87 -1.51 -1.87* -1.58 -0.84 0.27 -1.89** -4.07
level (-1.54) (-1.08) (-1-09) (-2.08) (-1.94) (-0.45) (0.06) (-2.63) (-1.27)
Past trend in employ- -7.03 2.86 -11.42 5.97 -4.00 4.85 -14.20 4.81 -23.60
ment (-0.57) (0.27) (-1.28) (1.14) (-0.91) (0.54) (-0.84) (1.14) (-0.57)
Number of employees 0.00 0.00 -0.01 0.01 -0.01 -0.01 0.00 0.00 0.00
(-0.18) (0.00) (-0.98) (0.65) (-1.72) (-0.28) (0.14) (-0.34) (0.02)
Problems with 8.12 16.96 9.49 -2.20 2.54 21.88* 42.65 2.79 7.32
changes in workload (0.88) (1.82) (1.27) (-0.51) (0.71) (2.24) (1.98) (0.76) (0.24)
Traditional reasons 7.48 7.68 33.33 8.38 -17.02 -22.50 100.63 -0.11 43.73
(0.34) (0.34) (1.11) (0.89) (-1.66) (-0.76) (0.95) (-0.01) (0.61)
New reasons -0.23f -4.62 29.55 -10.78 5.67 b -30.16 -8.39 -3.34
(-0.02) (-0.22) (1.77) (-0.96) (0.72) (-0.72) (-0.98) (-0.13)
Employees' wishes 4.47f -3.09 11.0,6 -15.26 -15.96* c 44.50 -9.49 35.94
(0.13) (-0.09) (0.77) (-0.63) (-2.12) (0.56) (-0.96) (0.37)
Other reasons 28.37* -8.04 49.73 -13.40 21.68 a -54.89 -8.32 60.65
(0.78) (-0.20) (1.15) (-0.97) (1.95) (-0.84) (-0.56) (0.59)
Hourly cost advan­ -13.90 -6.52 -3.25 -10.98 18.47** 10.96 -25.33 -22.20** -61.55
tages fixed-t. contracts(-0.84) (-0.29) (-0.24) (-1.58) (2.71) (0.66) (-0.84) (-2.70) (-1.12)
Motivation fixed-term 12.39 5.98 32.18* 7.15 -14.83 -4.29 -32.47 10.50 54.80
personnel (1.01) (0.33) (2.40) (0.92) (-1.90) (-0.36) (-1.09) (1-59) (1.36)
Any disadvantage 27.43 -4.95 -5.04 20.30 3.75 -0.23 9.11 -2.54 85.02
(0.85) (-0.21) (-0.36) (1.41) (0.34) (-0.01) (0.26) (-0.31) (0.79)
Employees would -36.29 -19.18 4.45 15.56 -3.19 -9.16 67.63 -7.25 - 119.64
not accept (-1.22) (-1.13) (0.25) (1.55) (-0.45) (-0.66) (1.29) (-0.95) (-1.19)
Competitiveness 20.52 31.13* 17.14 17.61 -0.12 -6.34 40.94 6.80 59.37
(0.97) (2.12) (1.12) (1.89) (-0.02) (-0.38) (0.73) (1.10) (0.84)
Quality of services -15.05 -12.56 -30.50* -2.76 -3.87 -2.63 19.84 -4.31 -41.35
or products (-0.83) (-0.78) (-2.39) (-0.41) (-0.52) (-0.19) (0.66) (-0.76) (-0.68)
Employee represen­ -12.08f -13.31 -3.98 20.22 -13.53 -30.14 c -11.26 -9.77
tation (-0.66) (-0.36) (-0.20) (1.56) (-0.88) (-1.07) (-0.94) (-0.17)
Number of cases 600 49 56 107 150 59 22 134 23
R2-adjusted 0.14* -0.06 0.09 0.10 0.14 0.02 -0.08 0.18 0.23
* f-statistics in parentheses.
b New reasons do not apply in Italy.
c No valid values in data matrix.
d Deleted from analysis because of high correlation (r=l) with “traditional reasons”.
'  All establishments with employee representation.
f EUR7.
8 Employee proportional weighted average.
* Indicates the coëfficiënt is significant at the 5% level.
** Indicates the coëfficiënt is significant at the 1% level.
Table 6.28b Deviation o f national partial regression coefficients from employee propor­
tional weighted European (EUR7) partial regression coefficients, proportion 
of fixed-term employment (< 6  months) in the total workforce, establishments 
> 1 0 0  employeef
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Independent variables Belg Denm Esp Ger Italy Irel Netherll UK
Constant -57.48 -49.32 -82.78 112.04 41.97 -256.16 -36.59 -65.18
(-0.58) (-0.52) (-1.05) (1.17) (0.39) (-1.09) (-0.49) (-0.33)
Sector -41.86 14.17 9.97 -44.95 -35.07 -•150.35* -29.79 95.46
(-1.31) (0.45) (0.34) (-1.22) (-1.03) (-2.36) (-1.06) (1.16)
Proportion of females 0.74 -0.02 0.76 0.97 0.20 0.70 1.26* -2.02
(1.08) (-0.03) (1.34) (1.31) (0.30) (0.86) (2.23) (-1.22)
Average qualification 0.36 0.72 0.37 0.92 1.64 2.53 0.35 -2.63
level (0.16) (0.35) (0.21) (0.42) (0.65) (0.54) (0.21) (-0.56)
Past trend in employ­ 10.23 -4.49 14.07 4.43 14.13 -7.31 12.85 -23.48
ment (0.62) (-0.29) (0.98) (0.24) (0.82) (-0.35) (0.91) (-0.57)
Number of employees 0.00 -0.01 0.01 0.00 -0.01 0.00 0.00 0.00
(0.16) (-0.59) (0.49) (-0.17) (-0.19) (0.23) (0.04) (0.11)
Problems with 9.15 1.40 -11.17 -8.16 16.38 35.22 -5.78 -1.13
changes in workload (0.69) (0.12) (-1.03) (-0.59) (1.12) (1.49) (-0.54) (-0.04)
Traditional reasons 0.21 26.43 0.98 -35.80 -35.68 95.02 -8.23 51.37
(0.01) (0.70) (0.04) (-1.07) (-0.91) (0.87) (-0.33) (0.71)
New reasonsb -3.84 31.29 -10.83 10.58 0.93 -29.92 -8.23 -3.71
(-0.17) (1.62) (-0.71) (0.64) (0.10) (-0.69) (-0.61) (-0.14)
Employees* wishesb -8.96 5.70 -22.86 -34.42 -5.51 39.92 -16.55 46.84
(-0.18) (0.15) (-0.51) (-0.62) (-0.16) (0.46) (-0.42) (0.48)
Other reasonsb -36.59 23.24 -44.54 -8.67 -27.09 -83.93 -39.07 51.68
(-0.66) (0.41) (-1.05) (-0.15) (-0.74) (-1.11) (-0.91) (0.50)
Hourly cost advan- 7.63 10.88 3.15 47.30 29.60 -11.66 -9.01 -67.52
tages fixed-t. contracts (0.27) (0.50) (0.16) (1.90) (1.16) (-0.34) (-0.46) (-1.23)
Motivation fixed-term -6.63 20.23 -5.67 -39.78* -19.86 -45.75 -2.05 60.10
personnel (-0.30) (1.10) (-0.37) (-2.06) (-1.05) (-1.41) (-0.14) (1.48)
Any disadvantage -33.50 -33.18 -7.72 -34.61 -32.93 -18.68 -32.52 81.62
(-0.82) (-0.93) (-0.20) (-0.72) (-0.77) (-0.39) (-0.91) (0.75)
Employees would not 17.70 41.63 56.14 48.38 32.30 105.99 31.51 -118.12
accept (0.50) (1.18) (1.66) (1.10) (0.85) (1.75) (0.95) (-1.18)
Competitiveness 10.98 -3.46 -3.15 -30.16 -31.97 20.83 -14.89 55.06
(0.42) (-0.13) (-0.13) (-0.96) (-1.06) (0.35) (-0.63) (0.78)
Quality of services or 2.58 -15.79 13.32 16.35 14.79 35.59 11.66 -37.27
products (0.10) (-0.70) (0.64) (0.60) (0.58) (1.01) (0.57) (-0.61)
Employee representa- -1.27 8.28 35.03 -2.13 -21.58 12.08 0.90 3.30
tionc (-0.03) (0.31) (1.48) (-0.07) (-0.61) (0.66) (0.04) (0.06)
* F-statistics in parentheses.
b EUR6; Italy not induded.
c EUR6; Ireland not included.
* Indicates the coëfficiënt is significant at the 5% level. 
** Indicates the coëfficiënt is significant at the 1% level.
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of one goes with a lower proportion of the other. At the macro, i.e. country level this 
would imply that an above average proportion of part-time employment in total 
employment combines with a below average proportion of fixed-term employment in 
total employment.
In Table 6.29 the percentage points deviations from the average of the proportions 
of part-time and fixed-term employment are presented. From this table it can be 
concluded that in half of the countries — Denmark, Germany, Italy and Spain — high 
proportions of part-time employment (a posidve deviation from the average) combine 
with low proportions of fixed-term employment (a negative deviation from the average) 
or vice versa. In Belgium, Ireland and the United Kingdom a below average use is 
found both for part-time and fixed-term employment, while in the Netherlands both 
forms of work have an above average use. These macro data neither confirm, nor falsify 
the theory of the flexible firm. Note, however, that there is some overlap between part­
time and fixed-term employment. In our sample, on average 2.8% of the part-time 
workers have a fixed-term contract.17 Hence, the macro country data will more 
probably show a positive relationship, instead of a negative relationship. That is why 
it would be better to correlate the proportions of permanent part-time employment and 
the proportions of fixed-term employment.
Table 6.29 Proportion o f part-time and fixed-term employment, percentage points devia­
tion from the EUR8 average, by country











United Kingdom -0.4 -3.0
Table 6.30 shows the relevant correlation coefficients between the proportion of 
permanent part-time employment in total employment and the proportion of fixed- 
term employment in total employment in the establishments by country, and for the 
eight international employee proportional weighted European countries. From the 
correlation coefficients it may be concluded that the relationship is reversed, with the 
exception of Belgium, Germany and the Netherlands, small and not significant. Only
17 The proportion o f fixed-term in part-time employment is the highest in Spain (17.1%), 
followed by Ireland (7.8%) and the Netherlands (6.8%), Belgium (3.1%), Italy (3.4%), Germany 
(2.9%) and is the lowest in the United Kingdom and Denmark (both 0.2%).
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Table 6.30 Pearson correlation coefficients of'proportions o f permanent part-time employ­
ment (%) and the proportions o f temporary employment (%) in total employ­
ment








United Kingdom -.063 338
EUR8 -.066** 2709
EUR8 (weighted) -.054** 2695
** Significant at 1% level.
for EUR8 there is a small but significant negative relationship. At least there is no 
support for the theory of the flexible firm. On the contrary, there is more support for 
the notion that permanent part-time employment and fixed-term employment are 
substitutes rather than complements. From the regressions results presented above it 
may, moreover, be concluded that, in Europe, part-time employment is, unlike 
temporary, supply-side dominated. The major factor explaining the proportion of part­
time employment in total employment in the establishment is the proportion of 
women in total employment, while the theory of the flexible firm, like other internal 
labour market segmentation theories, presuppose demand-side, i.e. employer domi- 
nance. Also for the rate of fixed-term employment our regression results show in some 
countries -  Italy and the Netherlands -  a significant positive supply-side influence, i.e. 
dominance. Moreover, the large number of establishment not using part-time employ­
ment (40% on average) and not using fixed-term employment (about 54% on average) 
does not support the emergence of the flexible firm in Europe. And, where they do 
occur, the proportion of the workforce covered by them is relatively small. On average 
in 70% (75%) of the establishments the part-time (fixed-term) rate is less than 5%.
6.7 C O N C L U S IO N S
From the policy point of view, a number of interesting conclusions can be drawn from 
the analyses in this chapter. The bivariate analysis shows, that in Europe, on average, 
establishments representing 40% of the employment do not have experience with part­
time employment, ranging from 13% in the Netherlands to 88% in Spain. A high 
incidence coincides with a high rate. The average part-time rate is 6%, ranging from 
13% in the Netherlands to 1% in Spain. Establishments covering 54% of the employ­
ment do not have experience with fixed-term employment, ranging from 28% in the 
Netherlands to 87% in the United Kingdom. The average rate of fixed-term employ­
ment is 3.9%, ranging from 12.5% in Spain to 0.9% in the United Kingdom. From
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this it may be concluded that there is a considerable potential for the expansion of part­
time and fixed-term employment in Europe. The rate of part-time employment is higher 
in the service sector than in the industrial sector and building. The fixed-term rate is 
more evenly distributed over the sectors of activity. However, it is also higher in the 
service sector and in the building sector. The majority of part-timers are females, while 
the majority of fixed-term employees are males. Related to part-time employment in 
Europe, on average, employees’ wishes are litde less important than establishments’ 
needs. The needs of the establishment are less important in Belgium, Denmark, Italy 
and the Netherlands. Half-time jobs prevail. Working every morning is the most 
important type of part-time employment. Over two thirds of all fixed-term jobs in 
Europe have a duration of 3<6 months. The main reasons for creating fixed-term jobs 
are the traditional reasons. New reasons are more important in Spain and the Nether­
lands. In these countries the fixed-term rates are high. Employees’ wishes only play a 
marginal role, being relatively important in the United Kingdom. Compared with part­
time employment, fixed-term employment is more frequent at the unskilled and sldlled 
manual levels, and less frequent at the clerical low and clerical high level. Part-time 
employment is more evenly distributed over the qualification levels. However, both part­
time and fixed-term employment are more concentrated at the lower qualification levels.
Table 6.31 summarises the results of the regression analyses. Besides the more 
objective establishment characteristics, the differences in perceived economic and 
organisational consequences can pardy explain the variation in the part-time and fixed- 
term employment rates in Europe. The empirical research in this chapter shows 
common European patterns of explaining variables for the variation in the part-time 
rate. The most significant determinants are the proportion of females in the total 
workforce, the sector of activity, the average qualification level of the workforce, the 
turnover rate and the establishment size. Related to the rate of fixed-term employment 
in Europe, the most significant determinants are the perceived economic and 
organisational advantages and the sectoral distribution of employment. Notably for the 
fixed-term employment rate, country specific patterns of explaining variables are found.
The presented regression analyses clearly show the supply-side dominance of part­
time employment, notably in the Netherlands. Establishments with high proportions 
of total females in employment also have high proportions of part-time employment 
in total employment. Hypothesis 1 is not confirmed for small part-time jobs. The 
regression results also give some support for hypothesis 2 on the demand-side domina- 
tion of (short duration) fixed-term employment in Europe; supply-side influences only 
play a minor role in explaining variations in the rates. However, there are inter country 
differences. In the Netherlands and Italy the supply-side is more important. Related to 
short duration fixed-term employment the coëfficiënt in the Netherlands is higher than 
for part-time employment, while for Italy it is negative.
Hypothesis 3 is confirmed. The part-time employment rate is inversely related with 
the qualification level. Also short duration fixed-term employment is inversely related 
with the qualification level. Part-time and temporary employment is mainly located at 
the lower qualification levels, i.e. in lower skilled jobs. This supports what the human 
capital theory predicts. However, in the United Kingdom fixed-term employment is 
positively related to the qualification level, contrary to what the human capital theory 
predicts. Another conclusion is that small part-time jobs are more equally distributed 
over the qualification levels than part-time employment in general, although, based on
Table 6.31 Summary o f regression and correlation results
Part-time employment rate Fixed-term employment rate
Hypotheses
All establishments Establishment > 100 
employees
All establishments Establishments > 100 
employees
General <15 hours General <15 hours General < 6 months General < 6 months
1 Supply-side dominance + 0 + +
2 Demand-side dominance 0 0 + 0
3 Qualification level + + + + 0 + 0 0
4 Sector of activity + + + + 0 0 + 0
5 Establishment size + 0 0 0 0 0 0 0
6 Overall employment growth + + + +
7 Overall employment growth 0 0 0 0
8 Changes in workload 0 0 0 0 0 0 - 0
9 Employee representation + 0 0 0
10 Economic advantages + + + + 0 0 + 0
11 Organisational advantages + 0 + + 0 0 + 0
12 Substitutes
+ Indicates confirmed for EUR8 or EUR6.
0 Indicates not confirmed for EUR8 or EUR6. 
-  Indicates falsified for EUR8.
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previous chapters, more concentration at the lower level was expected. Short duration 
fixed-term jobs are more concentrated at the lower level than fixed-term jobs in 
general.
Hypothesis 4 is confirmed for part-time employment. However, the effect of the 
sector of activity is country specific. In Belgium part-time employment is more 
concentrated in the service sector, while in Italy it is more equally distributed over the 
service and industrial sector. Small part-time jobs also are more equally distributed over 
the service and industrial sector. For the (short) fixed-term employment rate, hypothesis 
4 is only confirmed for the bigger establishments, and for the United Kingdom (Spain).
Hypothesis 5 is only confirmed for part-time employment in all establishments. The 
size of the establishment has a negative relationship to the part-time rate in EUR8, 
Italy and the United Kingdom. Country specific effects are found for Germany, the 
Netherlands and the United Kingdom. Related to the fixed-term employment rate a 
not country specific negative impact is found for Germany and the Netherlands.
Hypothesis 6 on the heterogeneous nature of part-time employment is confirmed. 
There is no relationship between overall employment growth and the rate of part-time 
employment. Besides supply-side influences on the number of part-time jobs, it may 
be used to avoid dismissals in a downturn, while in an upswing part-timers may 
become full-timers or the tap motive is used. Also the relationship between the fixed- 
term employment rate and the business cycle is insignificant. This is in line with the 
traditional reasons (task of fixed period of time and/or replacement of temporarily 
absent stafï) being the most important reason for using fixed-term employment. Also 
here supply-side influences apply. However, for fixed-term employment, supporting 
hypothesis 7, a positive relationship was found for Belgium and Spain.
The rate of atypical employment is not positively influenced by the variability of 
the product demand, contrary to what came forward from Chapter 3. For fixed-term 
in general a negative relationship was found, falsifying our hypothesis 8. From this it 
may be concluded that changes in the workload are covered by other measures, e.g. 
overtime. However, there are inter countiy differences: county specific negative and 
positive relationships are found for the part-time and the fixed-term employment rate.
Hypothesis 9 is only confirmed for part-time employment. The presence of 
employee representation has a negative impact on the rate of part-time employment in 
EUR8 and Germany. The latter is not country specific. For the rate of fixed-term 
employment, a negative relationship is only found in Belgium and Italy, while for the 
United Kingdom a positive relationship is found. The latter supports the insider- 
outsider theory. The latter three are country specific.
Hypothesis 10 on the economic advantages is confirmed for part-time employment, 
while for fixed-term employment it is only confirmed for the bigger establishments. 
There are country specific effects, partly related to differences in national legislation. 
Related to the part-time rate in general, countiy specific effects are found for Belgium, 
Italy and the Netherlands. Related to small part-time jobs country specific effects are 
found for Belgium, Germany and the United Kingdom. Related to fixed-term jobs, 
country specific effects are found for all countries. In the previous chapters it was 
concluded that small part-time jobs may be referred to as involuntary part-time jobs 
in the secondary labour market, not covered by job security and social security. Both 
voluntary and involuntary turnover of these jobs may'be high. Our regression results 
do not support this. We found lower perceived turnover rates in establishments with
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high rates of the small part-time jobs. Also the cost advantages are expected to be more 
important (exclusion and/or partial coverage) than for part-time employment in 
general. However, only for Belgium and Germany our regression results support the 
latter.
Hypothesis 11 on the organisational advantages is confirmed for part-time employ­
ment in general and for small part-time jobs in the bigger establishments. For Italy the 
effect is country specific. Related to small part-time jobs country specific effects are 
found for Belgium, Germany, Italy and the United Kingdom. For fixed-term employ­
ment it is only confirmed for the bigger establishments. Country specific effects are 
found for all countries, except Denmark. The regression results give some support for 
our conclusion in Chapter 3, that small part-time jobs and fixed-term jobs may be less 
or not cost-effective. To much use of these jobs may result in higher cost in the short- 
term. Beyond a certain percentage, the disadvantages of these jobs seem to outweigh 
the advantages. This may explain why these jobs are less widely spread than part-time 
employment in general. From the regression results it may also be concluded that there 
is a considerable potential for the expansion of part-time employment in Europe. For 
small part-time employment and fixed-term employment the potential is limited by 
negative economic and organisational consequences. The results also seem to support 
our conclusion from Chapter 3 that part-time employment has more advantages to the 
employer than fixed-term employment. The regression results also support to some 
extent our conclusion drawn in Chapter 2 that the new reasons for making use of 
fixed-term contracts can partly explain the growth of fixed-term employment in the 
second half of the 1980s. Traditional reasons exert a negative impact.
The results confirm hypothesis 12 that permanent part-time employment and fixed- 
term employment are substitutes. Moreover, part-time employment is supply-side 
dominated, while the theory of the flexible firm, like other internal labour market 
segmentation theories, presupposes demand-side dominance. Also for the rate of fixed- 
term employment our regression results show a significant positive supply-side influence 
in Italy and the Netherlands.
Annex 1 Variable definitions
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Variable Variable description
Part-time rate Proportion of part-time employees (%) in total number of persons on the
payroll
Fixed-term rate Proportion of employees with fixed-term contract (%) in total number of 
persons on the payroll
Sector Industry: energy and water (NACE 1), or, extraction and processing of non-
energy producing minerals and derived products, chemical industry (NACE 
2), or, metal manufacture, mechanical, electrical and instrument engineering 
(NACE 3), or, other manufacturing industries (NACE 4), or, building and 
civil engineering (NACE 5).
Service: distributive trades, hotels, catering, repairs, or, transport and com- 
munication (NACE 7), or, banking and finance, insurance, business services, 
renting (NACE 8), or, other services (NACE 9) (scale: 0=industry l=service)
Number of persons on the payroll of the establishmentNumber of 
employees



















Are there more people on the payroll now than three years ago? (scale: 3=more 
now 2=same l=fewer now)
Proportion of female employees (%) in the total number of persons on the 
payroll of the establishment
Weighed average [(proportion of unskilled manual (%) in workförce * 1) + 
(proportion of low clerical (%) in workforce * 1,5) + (proportion of skilled 
manual (%) in workforce * 2) + (proportion of high clerical (%) in workforce 
* 2.5)] / 7
Employee representation at establishment level (establishments >100 
employees) (scale: l=yes 0=no)
Substanrial changes of workload: count within the same day; from day to day; 
and/or within a year (scale: l=yes 0=no l=count is 0 2=count is 1 3=count is 
2 4=count is 3)
Scale: l=needs of the establishment; 2=both reasons equally important; 3=em- 
ployees' wishes
Is manpower-productivity of part-timers in your establisment higher or lower 
than manpower-productivity of full-time stafï? (scale: l=lower 2=no difference 
3=higher)
Has part-time work any cost advantages to your establishment? Count lower 
hourly wages and/or lower nadonal insurance contributions and/or fewer 
fringe benefits and/or other cost advantages (scale: l=yes 0=no)
Are part-timers more or less motivated than full-timers, when carrying out 
their work? Or is there no difference in your experience (scale: l=less moti­
vated 2=no difference 3=more motivated)
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Absenteeism of part­
timers

















Other reasons (fixed- 
term contracts)
Do part-timers have a higher or lower rate of absenteeism than full-timers? 
(scale: l=higher rate 2=no difference 3=lower rate)
Do you consider the use of part-time work to cope with foreseeable workload 
peaks within a day, week or month a major advantage, a minor advantage or 
of no importance (scale: 3=major advantage 2=minor advantage l=no impor- 
tance)
Does part-time work make it easier or more complicated to organise work 
within your establisment? (scale: 3=easier 2=no difference l=more complicated)
Since part-timers spend less time at the establisment than full-timers, part­
timers may make communication within the establisment and with clients or 
suppliers more difficult. Is this a major problem for your establisment, or a 
minor problem, or no problem at all (scale: l=major problem 2=minor prob­
lem 3=no problem)
Do you think it more complicated to control the amount and quality of work 
if several part-timers are employed instead of one full-timer or not? (scale: 
l=yes 2=no)
Is the turnover rate of part-time staff in your establisment higher than, lower 
than or the same, as that of full-time staff? (scale l=higher 2=the same 3= 
lower)
Do you consider part-time work (fixed-term contracts) to be helpful or harm- 
ful in making your establisment more competitive? (scale: 3=helpful 2=no 
effect l=harmful)
Do you consider part-time work (fixed-term contracts) to be helpful or harm- 
ful in improving the quality of services or products, which your establisment 
offers (scale: 3=helpful, 2=no effect l=harmful)
Which are the most important reasons for making fixed-term contracts? We 
make fixed-term contracts because some tasks to be carried out only last for a 
fixed period of time and/or we make fixed-term contracts with staff who 
replace staff who are temporarily absent (scale: l=if one or both reasons apply 
0=none of these reasons apply)
Which are the most important reasons for making fixed-term contracts? We 
make fixed-term contracts because we are not sure, that the future workload 
will enable us to keep the newly-hired personnel on a permanent basis, and or 
because we want to have a long probationary period before making permanent 
contracts, and/or because employment law makes it difficult or expensive to 
lay off redundant permanent staff. These three statements do not apply in 
Italy. (scale: l=if at least one of these reasons applies 0=none of these reasons 
applies)
Which are the most important reasons for making fixed-term contracts? We 
make fixed-term contracts with employees who only want to stay for a fixed 
period (scale: I=it applies 0=does not apply)
Any other reasons to make fixed-term contracts in the case of your establish­
ment? (scale: 1 =it applies 0=does not apply)
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Houriy cost advan- 
tages fixed-term 
contracts
Motivation of fixed- 
term personnel
Any disadvantages
Do fixed-term contracts have any cost advantages to your establisment? Count 
lower houriy wages, and/or lower national insurance, and/or fewer fringe bene- 
fits, and/or other cost advantages (scale l=yes 0=no)
Are employees with fixed-term contracts more or less motivated than perma­
nent employees when carrying out their work? (scale: 3=more motivated 2=no 
difference l=less motivated)
Do fixed-term contracts have any disadvantages to the establisment, in your 
experience? (scale: l=yes 0=no)
Employees would Have you ever found that employees you wanted to hire, would not accept a 
not accept fixed-term contract? (scale l=yes 0=no)
CHAPTER 7
The Swedish Approach
7.1 IN T R O D U C T IO N
Previous chapters showed that Sweden has a long experience with high proportions of 
men and women working part-time in relatively long hours, with job security and full 
social benefits. Also the volume of temporary employment is considerable.'but more 
regulated and less precarioüs, Atypical workers in Sweden are highly unionised. 
Moreover, unlike most European countries Sweden, which is highly regulated, does 
reasonably well in employment terms. The unemployment rate is low, while the 
(female) labour force participation rate is high. In the 1980s, however, the “Swedish 
model” has been the subject of debate both inside and outside Sweden. Inflation has 
risen and economic growth and the balance of payment deteriorated. This has led to 
discussion about the stability of thé system. Passive/active labour market policy, 
numerical/functional fléxibility, (de)centralised wage bargaining and (de)regulated 
labour markets are interrelated. This chapter goes into the relationship between these 
four phenomena, and tries to explain the different experience in Sweden concerning 
atypical employment. The central question that will be addressed in this chapter is: 
what can be learned from the Swedish experience by other countries suffering from 
high (long-term) unemployment? The Swedish approach, moreover, offers the oppor- 
tunity to evaluate a number of policy options that are based on supply-side economic 
theory.
The chapter is organised as follows. First in Section 7.2 the main characteristics of 
the Swedish model and its changes in the course of time are outlined. Next some major 
economic outcomes that have been achieved in Sweden are presented and compared 
with those in other OECD countries in Section 7.3. In Section 7.4 the relevance of 
(parts of) the Swedish model for other countries is examined. Conclusions are drawn 
in Section 7.5.
7.2 T H E  M A IN  C H A R A C T E R IS T IC S  O F T H E  S W E D IS H  M O D E L
7.2.1 What is in a Name?
The term “Swedish model” has some very different connotations (Meidner, 1990). It 
sometimes refers to the fact that the Swedish economy is a cross between a market 
economy and a state-regulated economy, a combination of private ownership in the 
production sphere and collectivisation of consumption, a highly centralised wage policy 
with powerful confederations of unions and employers’ organisations as the main 
agents, based on the principle of solidarity. Another way to define the Swedish model 
is to take as a starting point its two dominant goals: full employment and equality. The 
highly developed labour market policy and the exceptionally large public sector in
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Sweden resulted from the commitment to these goals. In a narrow sense the Swedish 
model can be seen as a model for combining full employment and price stability by a 
restrictive general economic policy complemented by selective measures for maintaining 
high employment and investments. Others refer to the Swedish model as a negotia- 
tion/consensus model in the labour market. Following Ahlén (1989, p. 331) we define 
the “Swedish model” as a combinadon of an unusual labour relations system with a 
sophisticated bargaining approach founded on macroeconomic concerns.
Sweden has a high rate of unionisation and employer organisation. It has the 
highest (overall) unionisation rate in the OECD (See Chapter 4). During the first two 
postwar decades, the main players in the Swedish model (apart from the government) 
were the Swedish Trade Union Confederation (LO)1,. the largest employees’ 
organisation (primarily blue-collar), and the Swedish Employers’ Confederation (SAF), 
the main employers’ organisation in the private sector. The LO represents some 90% 
of the blue-collar workers and SAF represents about 45,000 firms in the private indus- 
try, including all of the largest firms. Most SAF members are small companies. The 
Engineering Employers’ Association (VF) is the largest member federation. In the 
1970s, with the expansion of (public sector) services, came the rise in prominence of 
public-sector and white-collar unions and the dominance of the LO-SAF axis came to 
an end. By 1978 the Swedish Municipal Workers’ Union was the largest union in the 
LO (Ahlén, 1989, pp. 331-332). The Central Organisation of Salaried Employees 
(TCO) is the largest central white-collar workers’ organisation representing about 75% 
of the white-collar workers in both private and public sectors.
The Swedish model is based on the first basic agreement signed by the LO and SAF 
in 1938, but has, in fact, its original roots in the “December compromise” of 1906 
between SAF and LO.2 The Saltsjöbaden Agreement of 1938 later laid down pro­
cedures for negotiations between employees’ and employers’ organisations and placed 
restrictions on industrial actions. It constituted the cornerstone of the centralised 
Swedish model in which strong national organisations negotiated freely without 
government intervention and assumed responsibility for keeping wages within the limits 
of macro-economic balance. Most problems between labour and management were 
resolved through negotiations and agreements. As a result there were relatively few laws 
governing conditions on the labour market, until the late 1970s.
The Swedish model was developed by G. Rehn and R  Meidner, two economists 
associated with the LO. Their main proposition was that “labour market policy should 
no longer be simply a matter of establishing labour exchanges to bring together the 
unemployed and unfilled jobs, and paying unemployment benefits to those without a 
job. Instead it should be developed into a preventive policy instrument, part of an 
integrated model of economic, pay and labour market policy” (EIRR, 193, 1990). In 
the 1950s and the 1960s these ideas were adopted by the LO and by the ruling Social 
Democratic Party (SAP). The aims of this integrated model were full employment, price
1 The LO has for decades co-operated openly and closely with the Social Democratic Party. 
This fact has contributed to the strength o f the reformist labour movement in Sweden.
2 It meant that the LO accepted the principle that the employer is entitled to direct and allot 
work, and to hire labour, including non-organised labour. In return, SAF promised that the 
employers would respect the employees’ free right o f association and negotiation.
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stability, economic growth and a fair distribudon of wages. Instead of the traditional 
measures used by Keynesian oriented policy makers, they made a plea for an active 
labour market policy in order to reach these goals. In the original oudine a central point 
was that the responsibility for full employment and economic stability should rest with 
the government, while the unions, together with the employers’ organisations, should 
be responsible for the process of wage formation. Below the main characteristics of this 
Rehn/Meidner model and those added in the course of time are summarised (EIRR, 
193, 1990; Lundberg, 1985; Standing, 1988; The Economist, 1990, pp. 5-6).
7.2.2 Centralised Wage Bargaining
Sweden has traditionally been regarded as having one of the most centralised systems 
of wage bargaining among OECD countries. It was believed that centralised and co- 
ordinated bargaining could deliver a lower aggregate wage increase in line with what 
the economy could afford. Swedish unions supported this centralised wage bargaining 
process because it facilitated the policy of wage solidarity (See Subsection 7.2.3). Swedish 
employers were also in favour of central bargaining, since they believed it would prevent 
wage inflation and guarantee peace. In fact, they were the driving force behind the first 
central negotiations, which resulted in a setdement in 1952. There is a three-level 
bargaining. At central level, negotiations resulted in framework agreements which set the 
level of wage cost increases (i.e. total costs for the factor labour, thus not only wages 
but also payroll taxes, overtime work, etc., and costs of improvement of working 
conditions or working time reduction) to be granted. Next, the framework agreements 
were supplemented by industry contracts which specified how the centrally agreed 
arrangements were to be allocated among employers. Most collective bargaining contracts 
in Sweden were based on agreements between SAF and LO or PTK (Bargaining Cartel 
of Salaried Employees in Industry and Services), and between their counterparts in the 
national and local government sectors. Finally, companies negotiated with local branches 
of the unions about the terms as applied to the individual. Throughout the duration 
of the central contract (1-3 years), the parties pledged to respect the peace obligation, 
which debarred them from resorting to industrial action to setde disputes over matters 
regulated in the agreement. In the 1980s centralised wage bargaining has broken down.
Throughout the post-war period, the labour market in Sweden has been well-known 
as highly stable and harmonious in comparison with most other European countries. 
Few working days have been lost because of disputes. However, after the 1980 conflict 
the Swedish industrial relations model, notably the centralised structure, has been the 
subject of a growing debate. Centralised bargaining had not avoided that conflict and 
the labour agreements had become too detailed according to employers (Peterson, 1987, 
p. 38). In 1983 VF, the leading member association in the SAF, signed a separate agree­
ment with the Metal Worker’s Union. This impetus for change came from the employ- 
ers’ side. It was the SAF which, in line with the government’s wishes, insisted on cen­
tralised bargaining in the 1950s, but it was VF, who signalled the break in 1983. The 
LO and SAF agreed that there would be no centralised negotiations in 1984 (for the 
first time since 1956). In 1985 and 1986 there was again strong pressure for industry- 
level bargaining. The 1985 LO-SAF agreement was only a recommendation. In the 1988 
bargaining round, full decentralisation returned. The LO’s role was reduced to co- 
ordinating general demands and holding weekly meetings during negotiations to discuss 
strategies. The demands for decentralised negotiations came chiefly from industries such
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as metalworking, which had a large export propensity and were highly dependent on 
the international market. The need to restructure to remain competitive, as well as the 
high profits in many of these firms, had created the need to adjust remuneration to fit 
market conditions, while encouraging greater productivity. There has always been a 
sizéable element of wage drift, but in recent years wage drift accounted for more than 
half of the total wage increase. In addition, the LO and SAF failed once again to agree 
on a national norm in 1990, with the unions refusing to restrain their wages despite 
the deteriorating economic situation. Ahlén (1989, pp. 334-335) concludes that until 
the phase of labour shortages and high profits ends, which is unlikely for some time, 
the likelihood of a return to totally centralised negotiations seems small. Even if the 1991 
bargaining round leads towards a central agreement providing for moderate pay rises, 
they will be undermined by correspondingly higher wage drift. However, decentralised 
wage bargaining, advocated by the employers may backfire and create an even bigger 
upWard pressure on wages, as recent bargaining results show. Decentralised wage bargain­
ing may result in employees exchanging wage increases for employment promotion 
measures, while wage moderation is of importance for Sweden’s small open economy. 
Wage drift reached record levels in 1990 (See EIRR, 200, 1990; EIRR, 203, 1990). The 
unemployment-inflation dilemma has turned out to be the most vulnerable part of the 
Swedish model. It is not only the employers’ new wage policy that confound wage 
solidarity: it is also the unions’ inner tensions that need resolving (Ahlén, 1989, p. 344).
7.2.3 “Solidaristic" Wage Policy
The framework agreements determined the room for wage cost increases. With regard 
to wages, the wage policy of solidarity played an important role. According to this 
policy, all employees should receive equal pay for equal work, regardless of the particular 
financial position of their employer. The inter-industry and inter-enterprise link 
between productivity and wages should be broken and this should produce a more 
equitable distribution of wages. Gradually wage rate differentials would disappear 
among industries, enterprises, regions, sexes and age groups. However, as it worked out 
in practise, there were some other consequences as well. Less profitable companies 
might not be able to pay these wages and were forced to reduce their workforce or go 
out of business altogether. More profitable firms would be paying wages below the level 
that they could actually afford. They could not attract labour by paying higher wages 
and wage cost inflation was supposed to be avoided; the excess profits could be used 
for new investments. Although small wage differentials could inhibit labour mobility, 
the model’s architects argued that in their model narrow wage differentials would 
actually stimulate mobility. The model has been perceived as a way of accelerating 
structural adjustment and economic growth. The solidaristic wage policy harmed low- 
productivity sectors by raising the relative wages of workers in these sectors and 
favoured high-productivity ones by holding back wage growth and speeding up the 
transfer of employment from old labour intensive sectors to modern, technologically 
advanced, capital-intensive sectors. The solidaristic wage policy presupposed a co- 
ordination of wage negotiations not only between the LO-affiliated unions but also 
between the LO and the white-collar confederations.
In the 1980s profit-sharing, productivity-based deals and employee “convertible 
loans” have undermined the solidaristic wage policy. Considerable wage drift and 
profit-sharing schemes are the alternatives for profitable companies to use their high
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capacity to let their employees share in the firms’ profits — both alternatives running 
counter to the solidaristic wage policy. It is obvious that these consequences of the 
Swedish wage policy so far have remained unsolved (Meidner, 1990, p. 89). Even more 
important in this respect have been the local wage negotiations which tend to restore 
wage differentials. Centralised bargaining and the solidaristic wage policy are mutually 
dependent. However, the LO has now proposed a somewhat modified wage solidarity 
policy. The guiding principle is to be “equal pay for equal work; different pay for 
different work” and thus that some pay differentials are fair (Ahlén, 1989, p. 343).
7.2.4 Active Labour Market Policy
With centralised wage bargaining and a solidaristic wage policy a special kind of 
dynamics arose in the economy, viz. a combination of a large demand for and a large 
supply of labour. Because demand stemmed from high-productivity sectors and supply 
emanated from low-productivity sectors matching problems on the labour market could 
easily occur. To tackle this problem an active labour market policy was developed. This 
policy aims at enhancing the mobility of workers who lose their jobs, without relying 
totally on the price mechanism. It is supposed to perform the role of wage differentials 
in balancing labour supply and demand and in achieving full employment. A great 
variety of measures have been developed under the head of “acrive labour market 
policy”, e.g. expanded information services about job vacancies and labour supply, 
relocation grants, training or retraining programmes, temporary public sector schemes, 
private sector recruitment subsidies intended to create jobs; employment services and 
special jobs for the handicapped (Lundberg, 1985; Johannesson, 1989; Björklund,
1991). This policy stemmed from the idea that the longer people are inactive in the 
labour market, the more difficult it is to get them back to work. Notably relief work 
and training, are intended to facilitate the transition from unemployment to regular 
work. The Swedish model is characterised by the “right-to-work” model instead of the 
“right-to-income” model.3 Another effect of this approach is that the workers would, 
at least theoretically, find new employment in more viable enterprises and sectors, and 
higher employment and wage levels would thus be attained in the longer run.
The Swedish model is best known for its active labour market policy. This active 
labour market policy has traditionally played a central role in Swedish economic policy 
making. There is one budget for all measures and the policy is co-ordinated by the 
National Labour Market Board (AMS) in which employers’ organisations, employees’ 
organisations and government participate. Such an approach guarantees a strong 
interdependency of all measures. Unemployment is dealt with as follows. First, the 
labour exchange tries to find a job. In 1988, the Swedish Public Employment Service 
(PES) operated with an average of only 14 unemployed persons per member of staff, 
compared with, for example 53 in the United Kingdom, 86 in Germany, 152 in the 
Netherlands, 271 in France, 213 in Canada and more than 700 in Ireland and Spain 
(OECD, 1990c, p. 32). Unlike most OECD countries, in Sweden all vacancies and 
planned lay-offs have to be notified to the employment service, so that it has a thor-
3 Lundberg (1985) notes that the expectation that government will guarantee full employment 
tends to create “irresponsible” wage demands and could also weaken resistanee from the employers’ 
organisations, and hence prevents the necessary wage adjustment.
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ough understanding of the local labour market.4 If the labour exchange cannot find 
a job, a training programme is often organised. Where workers are declared redundant, 
hard-to-place workers are sent on high-quality training courses -  even before they 
become unemployed in some cases. In part, their effectiveness depends on the quality 
of the labour market information on which individual training decisions are based. A 
large coverage of vacancy information may therefore be crucial. Thus, economic change 
is welcomed as an opportunity to provide experienced workers for the industries of the 
future. If workers have not been placed within 6 months, employers recruiting them 
are offered a 50% wage subsidy over a 6 months period. If this programme does not 
get them a job, workers are entitled to unemployment benefits. Sweden has one of the 
most generous unemployment benefits in the world (See Table 7.1). However, it has
Table 7.1 Unemployment rates and unemployment benefits in OECD countries




1983 1990 1983 1990
Average Maximum 
replacement duration in 
rate months
Australia 9.9 6.9 27.5 21.6 24 indef.
Belgium 12.9 8.7 66.3 69.9 43 indef.
Canada 11.9 8.1 9.9 5.7 42 12
Denmark 10.4 9.5 33-0 33.7 55 30
Finland 5.4 3.5 19.8 6.9“ 47 24
France 8.4 8.9 42.2 38.3 49 30
Germany 8.2 4.9 39.3 46.3 49 12
Greece 7.9 7.0 35.0 51.7 14 5
Ireland 14.0 13.7 36.9 67.2 32 15
Italy 9.2 11.1 57.7 71.1 15b 6
Japan 2.6 2.1 12.9 19.1 15 7
Netherlands 15.0 6.4 50.5 48.4 60 36
Norway 3.4 5.2 6.3 19.2 43 16
Portugal 8.1 4.7 56.2C 48.2 36 12
Spain 17.6 16.3 52.4 54.0 41 24
Sweden 2.9 1.5 10.3 4.8 56 14
United Kingdom 11.3 5.9 47.0 36.1 31 12




Sourcc: OECD, 1988a; 1991a; 1993.
4 Owing to the fact that notification o f vacancies is obligatory for employers, the proportion 
o f all job openings notified to the PES is as high as 2/3 in Sweden. Similar laws exist in Belgium, 
France, Italy and Spain, though apparendy with less effect. Shares vary between 1/10 and 1/6 for 
Austria, Canada, the Netherlands and Switzerland; 1/4 for France; 1/3 for Australia, Germany and 
the United Kingdom (OECD, 1990a, p. 27 and p. 89).
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also strict eligibility rules. If all these measures faü, the public sector (mainly local 
authorities) acts as the employer of last resort. It provides work for up to 6 months, 
mosdy in construction or the caring services. Anyone whose benefit enüdement has run 
out is endtled to such work by law. This approach contrasts sharply with other OECD 
countries (De Neubourg and Caanen, 1988, p. 87; EJRR, 193, 1990; Layard, 1989, 
pp. 17-18). Sweden, however, is no soft touch for the jobless. A vital ingredient of 
Sweden’s success is that it combines the carrot -  the promise of training or a job -  
with a stick. Benefits are not open-ended, but are paid for a maximum of 14 months 
(300 days) and are subject to a strict work test to discourage scroungers. If a recipiënt 
refuses to take a training place or a job, benefits may be stopped immediately.
The number of places on special labour market schemes fluctuate with the economic 
cycle. During the cyclical downturns 1977/78 and 1982/83, total expenditure on 
labour market policies was around 4% of GNP and close to 5% of the labour force 
were employed. Relief work is the most important counter-cyclical measure. In the 
cyclical peaks of 1975, 1980 and 1987/88, less than 0.5% of the labour force was 
employed by means of such jobs. With a downturn of the business cycle this was 1.5- 
2.0%. Labour market training has been used more as a “structural” measure, and so 
cyclical fluctuaüons have been small. On average about 1% of the labour force is 
involved in government supported training. Relief workers are paid market wages, while 
participants in training programmes are paid a stipend corresponding to the income 
support they would be entided to if unemployed. Mobility grants available for unem­
ployed cover travelling costs to visit employers at other places and grants for those who 
accept a job in another region and decide to move (Björklund, 1991, p. 73).
7.2.5 A Restrictive Fiscal Policy
Centralised wage bargaining with a solidaristic wage policy and active labour market 
policy kept unemployment low and aggregate demand high in the economy; thus, the 
danger of inflation could be round the corner. Therefore another element of the 
Swedish model is a restrictive fiscalpolicy, to prevent excess demand and profit inflation. 
Budget disequilibria were adjusted in the short-term. The Swedish model was known 
for the high tax rates (personal income tax has a top rate of 72%, the corporate tax top 
rate is 57%). Moreover, progressive taxation was essential to finance the Swedish 
“welfare capitalism”, implying a large and growing public sector. Between 1965 and 
1985 total public sector expenditure increased from 36% to close to 65% of GNP and 
decreased to 61.4% in 1990. Taxation as a percentage of GDP increased from 35% in 
1965 to 57% in 1990. The government budget deficit reached its peak in 1982 and 
decreased afterwards and became a surplus in 1988/1989 and 1989/1990. In 1991 and 
1992 the deficit again increased sharply. In the model, economic growth and invest- 
ment were to be left to private enterprises. In essence, the model was based on the 
assumption that whereas individual firms could be efficient, the market system itself 
would not be. Although profits were heavily taxed, “excess” profits put into special 
“investment funds” or “renewal funds” were not taxed, channelling company profits 
into regional investment, investment in the education and training of workers, or new 
technology. In 1988 a radical reform of Swedish taxes was announced, reducing the 
highest marginal tax rate from 72% to 60%. Tax revenue losses are made up through 
higher taxes on capital, fewer tax deductibles and a broader application of the VAT. 
The main motives behind this reform was to make the market function more efficient-
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1y, to encourage people to work harder and cheat less on taxes and to revitalise the 
public sector (Ahlén, 1989, p. 342). In 1991 the highest income tax rate was stepwise 
reduced to 50% and the variable corporate tax replaced by a uniform 30% rate.
7.2.6 Policy o f Selective Economic Growth
As can be derived from the foregoing points, the Swedish model corrected the results 
of the firee. market system. Apart from the points already mentioned a policy of selective 
economic growth is used. This policy aimed at the development ofsubordinated regions, 
i.e. regions and sectors that were most severely hit by structuralproblems, and provisions 
of goods that would otherwise not be supplied in sufficiënt amounts (socially necessary 
services).
7.2.7 Scandinavian Inflation Model
The original Rehn/Meidner model was incomplete, in so far as there was no mechan- 
ism for determining the level or rate of change of prices or wages. The Scandinavian 
inflation model or EFO model was a policy guide-line for collective bargaining. The 
production process was divided into an “exposed”, export-oriented tradeable goods 
sector and a “sheltered”, domestic goods sector. Wages in the exposed sector were 
supposedly set by reference to its productivity growth and internationally determined 
price increases. The exposed sector acted as a wage leader for the wages in the sheltered 
sector, with prices being determined as a mark-up on unit labour costs (Lundberg, 
1985; Standing, 1988)
Although the Rehn/Meidner model and the EFO model were complementary 
within the Swedish model, they are in conflict in other respects: wages are in principle 
market determined in the EFO model, while the solidarity wage policy excludes market 
forces. Potential and actual conflict between these models is an element in the process 
of erosion of the Swedish model. The realism and practical applicadon of the Scandina­
vian inflation model were undermined during the 1970s by the emergence of the 
public sector as the new wage leader. The share of the public sector in total employ­
ment increased from 20% in 1970 to 33% in 1983 (Lundberg, 1985). In 1987 this 
model was reformulated by the LO, TCO and SAF. The new model adds adjustments 
for international economic factors that the previous model had failed to take into 
account (factors that affect competitiveness, such as changes in the rate of exchange or 
in the value óf the dollar). The thesis was that the trend towards decentralisation had 
to be reversed, because the system’s stability depends on centralised wage bargaining 
that can permit macro-wage flexibility. According to the new model, the economy is 
divided into three sectors, called “competitive”, “private sheltered” and “public shel­
tered”. It specified that bargaining results of the largest industries in the international 
tradeable goods sector should determine pay increases in the rest of the economy and 
that pay developments in the tradeable goods sector should be determined by produc­
tivity growth and international price developments in that sector. In this way, pay 
developments could be kept within the limits the country could afford. The model 
continues the tradition of sophisticated labour market thinking, but like its predecessor 
has little practical utility. Locally produced wage drift remains an intractable problem 
(Ahlén, 1989; Standing, 1988, pp. 126-127).
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7.2.8 Legislation
In the early 1970s, the trade unions concluded that certain issues of importance to 
them could not be resolved by means of direct contract negotiations with SAF. The 
unions asked the government and Parliament to pass legislation to bring about im- 
provements in areas such as job security and employee participation in decision- 
making. These trade union demands resulted in a number of new laws. Employment 
protection is relatively strong in Sweden (Peijpe, 1994). Following the Employment 
Protection Act 1974 (LAS) consultations must be made even if only one worker is 
made redundant. LAS explicidy prohibits dismissal if transfer can reasonably be 
required. For redundancies the seniority principle (last in first out) is embedded in 
LAS. The notification period depends on the age of the employee; a minimum of one 
month up to six months for a 45 year old worker apply. The latter may contribute to 
the workplace mobility of older workers. A remarkable and strong feature of Swedish 
employment protection is the legally prescribed continuation of the contract during 
litigation. In order to prevent circumvention of employment protection LAS sums up 
the only cases in which fixed-term contracts are allowed. LAS further obliges the 
employer to report the conclusion of fixed-term contracts to the union concerned. 
December 1993, the Employment Protection Act was revised. The changes include the 
lengthening of the maximum duration for fixed-term contracts and for the trial period 
from six to twelve months. Before the revision, the peak in the workload was required 
to be accidental. Now, the grounds allowing for fixed-term contracts are open to some 
manipulation by employers. Provisions in existing collective agreements holding shorter 
maximum periods for fixed-term contracts and trial periods than the new law allows 
for, are null and void. It gives unions a setback in negotiations. In 1993, also the 
conditions for temporary work agencies (See Chapter 5) were relaxed.
The most important new law was the Co-determination at Work Act (MBL), which 
came into force in 1977. This law required employers to negotiate not only in the area 
of social affairs but in all major changes in working conditions, including questions of 
what to produce and how production should be organised. Employers have to give the 
union access to almost all of the company’s economic information. Slomp (1990, p. 
162), however, concludes that the extensive union rights were used primarily to 
negotiate employment levels and the timing of dismissals. The law became operational 
through a so called Development Agreement. The signing of the Development Agree­
ment between SAF and LO/PTK in April 1982 meant that MBL regulations had been 
implemented in all of Sweden’s collective bargaining sectors. In the Development 
Agreement SAF gained acceptance from LO and PTK that the law would be imple­
mented at company level. The MBL Act is very unpopular among employers. In order 
to facilitate job creation in small firms, the MBL Act will be removed {EIRR, 216,
1992). Also this measure limits union power.
7.2.9 Wage-earner Funds
The wage-earner funds can be seen as an extension of the solidaristic wage policy. As 
a consequence of the latter, large profitable companies were gaining extra profits. After 
industrial democracy (MBL) the LO also wanted economic democracy. In 1976 the 
LO Congress adopted Meidners’ proposal for wage-earner funds, to be financed by 
these extra profits which arose as a result of employees refraining from claiming higher 
wages in accordance with the principles of solidaristic wage policy and by a general pay
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roll tax. The basic idea was that the capital should remain within the firms but the 
ownership should successively be transferred to the employees as a collective. Collective 
profit-sharing was seen as a means of making wage restraint more acceptable to 
workers who might otherwise have seen high profits as a reason for pushing for higher 
wages. Also the supply of savings, especially risk capital would be improved. It 
represents a tendency away from the conception of the old Swedish model, i.e. no 
collectivisation. In December 1983 Parliament passed the Employment Investment 
Fund Bill. Five regional wage-earner funds of very limited size were introduced in 
1984. The employers still strongly resist these funds. SAF maintains that profit-sharing 
by the individual is to be preferred. The non-Socialist parties have said they will repeal 
the legislation once their government returns to office (Lundberg, 1985; Peterson, 
1987; Standing, 1988, pp. 139-143). A recent evaluation study shows that the 
significance of the wage-earner funds in promoting wage solidarity and economic 
democracy was litde. The scope of profit-sharing has been too limited to have any 
major impact on wage formation (Pontusson and Kuruvilla, 1992). However, the 
funds have already accumulated assets with a market value of more than SKr 22 billion 
(about 1.5% of GDP), and condnued operadons would have gradually given trade 
unions a greater say in corporate control. The present government judged this to be 
undesirable and has planned to abolish the wage-earner funds in 1994 (OECD, 
1992b, p. 53).
7.3 W H A T  HAS B E E N  A C H IE V E D
7.3.1 Full Employment and High Labour Force Participation Rates 
In Sweden the unemployment rate, until recendy has been well below that of other 
OECD countries, certainly the EC countries (See Table 7.1). During the second half 
of the 1970s the unemployment rate was about 2%; it peaked in 1983 (2.9%), was a 
mere 1.4% in 1989 and 1.5% in 1990. However, skill shortages rose sharply during 
1988, reaching their highest level since 1970 (OECD, 1989a, p. 21). The employment- 
population ratio may serve as an indicator for the utilisation of labour resources. This 
ratio in Sweden, already the highest in the world, has condnued to grow, while it has 
fallen in all the main EC countries (Layard, 1989, p. 19). Sweden has one of the 
highest rates of labour force participation (82.7% in 1991) among major industrial 
countries. Furthermore, the female labour force participation rate (80.6% in 1991) is 
very high. Swedish workers are, more often than other workers, ‘‘with a job but not at 
work” and there are more part-time workers in Sweden. However, also when the hours 
actually worked are taken into account the utilisation rate in Sweden still is litde higher 
than that of Canada or the United States (De Neubourg, 1988, p. 99). Sickness 
absenteeism amounts to more than 13% for blue-collar workers and about 6% for 
white-collar workers. Easy qualification conditions in sickness and work injury insur- 
ance have undoubtedly played a role in the steep increase in absenteeism over the 
1980s (OECD, 1992b, p. 98). In addition, absenteeism caused by parental leave and 
training must be added.
In spite of the need for improvements to the adaptability and efficiency of the 
Swedish labour market, the composition of the labour market policy up to 1987 did 
not give the impression that more emphasis was being put on supply-sidé oriented
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measures. During the 1970s there was a rapid increase in the demand oriented 
measures5 (Lundberg, 1985; Johannesson, 1989). Public works were expanded and 
new subsidies were provided to companies to help to keep workers in employment; 
these include fïnancial assistance for stockpiling, in-plant training, and temporary 
employment subsidies. Also soft loans were used to support employment, resuldng in 
a slow down of the adjustment process. The non-Socialist government cut back the 
expenditure on employment promotion in 1981. After 1981 expenditure increased 
quite rapidly. The restricted economic policy led to a decrease in the number of 
employed and an increase in unemployment between 1981 and 1982. In 1982, with 
the return to government of the Social Democrats, there was a move towards serving 
the needs of employers direcdy. A new emphasis was put on “placement efficiency”, 
that is on a strengthening of employment offices to help fill job vacancies in companies 
quickly and efficiendy. Practise shows that such an approach is effective. It reduces the 
duration of unfdled vacancies as well as the likelihood of mismatch placements that 
lead to subsequent unemployment (Schröder, 1989; Standing, 1988; Björklund, 1991). 
In order to counteract rapidly increasing unemployment, a number of labour market 
policy measures was implemented. From the end of 1982, the number of temporary 
jobs (relief work) increased; in particular, there was a targeting on yóuth and disabled 
workers. By 1983 about one third of AMS expenditure was devoted to youth measures 
and one third to disabled workers. For other displaced workers, unemployment benefits 
had become more significant. Standing (1988, p. 103) concludes that during the 1970s 
there was a slow erosion of the “right-to-work” principle and a shift towards the “right- 
to-income” principle. This continued into the 1980s despite strong efforts to reverse 
the trend.
In our view, Sweden’s success in achieving full employment and a high level of 
labour force participation has been due in large measures to its active labour market 
policy. The special characteristic of Swedish labour market policies as compared with 
those of other OECD countries is not the size of the total expenditure, but their 
composition. Despite the fact that Sweden’s overall budget for labour market policies 
is no higher than that of other European states, the share of active labour market policy 
in total labour market expenditure is around 70%. Around 30% is spent on unemploy­
ment benefits. In most OECD countries this division of expenditure is reversed (See 
Table 7.2).e It has been daimed that Sweden is thus investing in competence, while 
other countries are investing in unemployment (EIRR, 193, 1990). Also tax policy, a 
legal right to part-time employment and subsidised child care contributed to the high 
(female) labour force participation rate (See Chapter 5).
The participation of trade unions in the financing and administration of unemploy­
ment insurance benefits may have contributed to comparatively low unemployment in
5 Supply-oriented measures are designed to improve matching, geographical and occupational 
mobility, and rehabilitation. Demand-oriented measures are temporary jobs, regional measures, 
employment for the handicapped, and other employment ereation measures.
6 Since the programmes vary with the unemployment situation, the best way to measure a 
country’s commitment to the active labour market policy is to measure expenditure per unem­
ployed person (relative to output per person). This degree o f commitment varies considerably, with 
Sweden doing much more than any other country, and West Germany doing more than any Other 
EC country (Layard, 1989).








Australia 1.39 0.27 (19) 1.12 (81)
Austria 1.29 0.31 (24) 0.98 (76)
Belgium 3.78 1.07 (28) 2.71 (72)
Canada 2.44 0.53 (22) 1.91 (78)
Denmark 5.66 1.26 (22) 4.40 (78)
Finland 2.12 0.98 (46) 1.13 (54)
France 2.68 0.80 (30 1.88 (70)
West Germany 2.17 1.02 (47) 1.15 (53)
Greece 0.93 0.50 (54) 0.43 (46)
Ireland 4.33 1.49 (34) 2.85 (66)
Italy (1988) 1.52 0.80 (54) 0.72 (46)
Japan 0.44 0.13 (30) 0.32 (70)
Luxembourg 1.11 0.36 (32) 0.75 (68)
Netherlands 3.28 1.07 (33) 2.20 (67)
New Zealand 2.73 0.83 (30) 1.90 (70)
Norway 2.18 1.01 (46) 1.17 (54)
Portugal 0.83 0.52 (63) 0.31 (37)
Spain 3.18 0.75 (24) 2.43 (76)
Sweden 2.60 1.54 (59) 0.89 (41)
Switzerland 0.36 0.22 (61) 0.14 (39)
Turkey (1989) 0.16 0.16 (100) -
United Kingdom 1.56 0.61 (39) 0.95 (61)
United States 0.74 0.25 (34) 0.50 (66)
* Employment services and administration, labour market training (adults), special yöuth measures, direct 
job creation and employment subsidies and measures for the disabled.
** Unemployment compensation and early retirement for labour market reasons.
Source: OECD, 1992a, pp. 91-103.
the past. The 42 certified trade-union unemployment insurance funds are organised by 
industry, and benefits are pardy financed by contributions from members in work. In 
principle, this should deter unions from pushing for wages which could result in job 
losses. Union involvement in the financing should also put additional pressure on the 
employment offices, where the unemployment insurance funds are represented, to find 
jobs (or places in the special labour market scheme) for the unemployed. This is also 
likely to enhance the screening of unemployment benefit claimants, and it offers the 
offices an additional link with the job market. Moreover, it may be that union repre- 
sentatives are somewhat more demanding than civil servants about the duty of the 
unemployed to take a job offer. The financial incentive for trade union membership 
to moderate wage demands with a view to reducing unemployment have, however, 
virtually disappeared because of large government subsidies to the insurance funds. In 
the 1980s about 90% of all unemployment benefits have been funded by government. 
Moreover, the contribution rate has not varied according to the situation on the labour 
market. The presence of unions in the administration of the unemployment insurance
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schemes may nevertheless have been important (OECD, 1992b, p. 60). In order to 
strengthen the awareness of the wage-employment trade-off and the solidarity between 
employed and unemployed the government has announced that it will increase 
employees’ contributions to unemployment insurance and make such insurance 
compulsoiy. Employees contribution towards unemployment benefit insurance doubled 
in 1992. Recently, the government has appointed a commission to investigate the 
possibility of nationalising the unemployment insurance funds. Union strength will 
drop. It is estimated that trade unions will loose about 20% of their membership 
(.EIRR, 217, 1992).
7.3.2 Secure Part-time jobs
In Sweden, due to the child care provisions, the number of large (>20 hours) part-time 
jobs grows, at the expense of small part-time jobs (See Chapter 5). Moreover, labour 
law and social security regulations give no incentive to create marginal part-time jobs. 
Working a little less than 35 hours is a normal practice (Maier, 1989). In the 1970s 
the relative attractiveness of part-time work over full-time work increased. Five factors 
on the supply-side can be mentioned: the introduction of separate taxation in 1971; 
the growth of the marginal tax rates7; full social benefit entitlements8, partial pension 
and part-time parental leave. On the demand-side the following factors are of impor­
tance. The increase in part-time employment was not explained by the disproportionate 
employment growth in the service sector. The proportion of part-time employment rose 
in all sectors. In 1970-1982 the rise in female employment accounted for 52% of the 
growth; rising proportions of part-time for 37% and structural change for only 4%. 
This adjustment of labour demand to the changed composition of labour supply could 
be seen in the light of Sweden’s full employment policy and the continuously high 
levels of labour demand which could not be met from traditional sources (males, 
unmarried women and immigrants) and which made employers more willing to employ 
part-time workers. Also, the fact that the proportion of part-time employment feil in 
all industries after 1982 indicates that the proportion of part-time work among women 
has not been determined by demand-side factors. For an increasing number of Swedish 
women continuous part-time employment has replaced work interruptions during child 
rearing years. The growth of v/omen’s part-time employment has taken the form of 
continuous employment, rather than of part-time employment interrupted by periods 
of nonemployment, as is common in the EC and the United States. Moreover, the 
increase of part-time employment was not followed by difficulties to shift to full-time 
work. Also the high union density indicates the non-marginality of part-time employ­
ment in Sweden. The positive attitude of the Swedish trade unions towards part-time 
employment contributed to the development of secure part-time jobs. In the past 
Swedish trade unions actively promoted part-time employment (See Chapter 4). As a
7 For a full-time worker with an average blue-collar wage, marginal tax rates reached an all- 
time high of 64% in 1976, while those o f half-time workers remained constant at about 32%. In 
the 1980s marginal tax rates were reduced to a maximum o f 50% for most income earners, 
resulting in a shift from part-time to full-time work by women (Sundström, 1992, p. 173).
8 Swedish employers are obliged to inform marginal part-time workers about possible disadvan- 
tages and — if the person wants to work in a more protected job — to offer a job of at least 17 
hours per week.
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result of the solidaristic wage policy, the female-male hourly wage ratio continued to 
rise (See Subsection 7.3.6). Part-time work in Sweden did not marginalise women, but 
has increased the continuity of their labour force attachment, strengthened their 
position in the labour market, and reduced their economic dependency (Sundström, 
1991; Gustafsson, 1992). The Swedish labour market was more segregated along 
gender lines than in most other European countries. Women tend to work in a small 
number of (part-time) jobs, principally in social services or unskilled manufacturing, 
while men are found in all categories of employment. However, after 1983 many 
female part-time workers took a full-time job, and the average number of hours worked 
by part-timers increased, due to pressure on family income. The supposed segmentation 
between fiill-time and part-time jobs ceased to exist (E IR R193, 1990; Standing, 1988, 
p. 32). In 1991, the government proposed legislation against part-time employment. 
It allowed employers only to offer full-time jobs and individual employees would no 
longer have a right to part-time unemployment compensation. lts aim was to increase 
labour supply to relieve the severe labour shortage as well as to reduce the money spent 
on part-time unemployment compensation. The stepwise reduction since 1991 of the 
highest income tax rate (See Subsection 7.2.5) may result in a drop of the female 
labour force participation rate.
7.3.3 Prevention o f Long-term Joblessness
From the beginning of 1984, efforts have been made to increase measures designed to 
counteract long-term unemployment and youth unemployment and thereby limit the 
need for relief work and unemployment benefits (See Johannesson, 1989). A new 
recruitment grant has been introduced, aiming at facilitating recruitment in manu­
facturing industry. In January 1984 the government also introduced the Youth Team 
Act for 18-19-year-olds who register as unemployed. This guarantees a public sector 
part-time job for four hours a day. In principle, the right to a youth team job replaces 
their right to unemployment benefits. The tendency to direct measures to the long­
term unemployed was accentuated when a recruitment grant for employment by county 
and municipal councils was introduced in January 1985. The reorientation of the 
labour market policies towards the long-term unemployed moreover entailed giving 
preferences to the long-term unemployed in placement in ordinary policy measures 
(labour market training, temporary jobs and employment subsidies). Furthermore, 
special programmes and efforts for the long-term unemployed were introduced, such 
as individual follow-up and counselling, job-dubs aimed at strengthening self-confi- 
dence, modvation and job search, co-operation with local trade unions, etc.
Some critics argue that the active labour market policy is just unemployment in 
disguise. However, even if all those on such schemes are induded, the total jobless rate 
in 1991 was 6.5% -  still below that of most European countries. Yet this misses the 
real point of the measures, namely to keep the unemployed in touch with the labour 
market, to improve their chances of employment and to prevent long-term joblessness. 
In 1990 only about 5% of Sweden’s unemployed were jobless for more than a year, 
compared with one-half on average, in EC countries (See Table 7.1). The hysteresis 
effect is thereby also counteracted.9 Effects of human capital losses and signalling are
9 The hysteresis effect denotes cases where the “natural” level o f unemployment (a proxy for
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1973 1980 1990 1980 1990
Sweden 26.4 138.7 153.3 98.8 107.0
United States 17.6 118.3 133.5 117.5 145.1
Japan 12.0 112.7 117.6 109.5 136.0
Germany 14.6 116.5 131.5 100.7 106.4
France 23.0 111.2 127.2 101.8 102.9
Italy 18.7 118.3 134.3 104.0 105.2
United Kingdom 21.3 108.9 105.8 97.9 98.5
Norway 24.5 143.5 193.4 110.2 108.1
Finland 16.1 136.0 173.8 99.3 97.9
Netherlands 15.3 116.6 120.0 102.4 107.9
Denmark 25.4 137.3 156.1 93.3 101.2
Belgium 17.3 129.8 136.2 94.6 92.2
Austria 17.5 123.2 154.8 103.3 103.1
EC 18.1 116.0 128.9 99.9 103.5
OECD 17.3 118.6 133.0 108.1 124.7
Source: OECD, 1992b.
I
minimised. The differences in unemployment rates mainly reflect differences in the 
duration of unemployment, rather than in the proportion of people who become 
unemployed. Since 1979 unemployment in the EC countries has grown mainly due 
to the rise in duration, not a rise in inflow (Bourdet and Persson, 1989; Layard, 1989; 
Jackman et al., 1990).
It is also argued that in Sweden full employment was maintained but only thanks 
to the rise in public sector employment (Lundberg, 1985). Also more recendy Lindbeck 
et al (1993) argue that it was not acdve labour market policy that kept unemployment 
down, but recurrent devaluauons and the rapid increase in public sector employ­
ment.10 However, not only in the 1970s, also in the 1980s total employment growth 
and private employment growth in Sweden was above the European average (See Table 
7.3). Not only with regard to employment growth did Sweden perform better than 
other OECD countries, but also with regard to the (standardised) unemployment rate
the unemployment due to market imperfections) is a function o f past unemployment. Various 
factors can be mentioned to explain this duration dependency. human capital losses associate with 
long-term unemployment, no influence on wages, signalling (discrimination, unemployment 
duration as a screening device), decreased search activity and sorting (Blanchard and Summers, 
1987; Bourdet and Persson, 1989).
10 They argue that the Swedish approach is useful for promoting labour mobility in high- 
employment situations, for keeping down the NAIRU, while in deep recessions it cannot do more 
that replace open unemployment with different types of labour market programmes (Lindbeck et 
aL, 1993, p. 227).
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and this picture does not change in the period 1987-1990. However, employment 
growth in the second half of the 1980s was slightly below the EC and the OECD 
average. The change in compensation per employee as well as in unit labour costs in 
Sweden in the period 1987-1991 is higher than in OECD Europe. Therefore it is not 
surprising that employment growth in the 1987-1990 in Sweden is slower than for 
OECD Europe. It would be interesting to know whether these changes can be 
attributed to changes in the Swedish industrial relations or to the aftermath of the 
Swedish model as it functioned until the early 1980s. It is certain that the changes 
occurred in a period of declining consensus and decentralisation in wage bargaining.
7.3.4 Economic Growth and Inflation
Sweden’s economic situation, like that of a number of other Western European 
countries, worsened after the Oil Shocks of 1973 and 1979. Sweden used all possible 
policy means to neutralise the effects of the shocks on employment. The commitment 
to full employment was most clearly reflected in the marked discretionary easing of 
fiscal policy. Subsidies were pumped into industry (e.g. state-financed inventory 
building in the shipbuilding and steel sectors) and public sector projects were expanded 
(the local government’s service sector was opened up for relief work in the 1970s). The 
increase in government borrowing was to a large extent used to finance a massive 
increase in public employment. This sufficed to absorb not only all labour made 
redundant in the private sector but also all additions to the labour force. The results 
were predictable: the budget and external current account went deep into deficit, and 
inflation rose. In 1982 the re-elected socialist government adopted the so called “third 
way”: export-led economic growth, linked to price and income moderation. The 
defensive industrial policy was abolished in order to reduce the budget deficit. Also in 
1982 the Krona was devaluated by 16%, and the budget deficit of 13% in 1982 turned 
into a surplus of 1% in 1988; exports boomed and unemployment and inflation feil. 
However, by 1988 relative unit labour costs were more or less at the level observed 
before the 1982 devaluation. High domestic wage increases were the main cause for 
this trend (OECD, 1989b, p. 14). In 1991 the cost competitiveness had returned to 
its predevaluation level. Moreover, the average annual growth rate of GDP shows a 
declining trend. In the 1960s the rate was 4.6%, in the 1970s 2% and in the 1980s 
it was 1.9%, compared with 2.3% for the EC and 3.0% for the OECD. In 1991-1993 
the aggregate output (GDP) feil by 6% each year. Lundberg (1985, p. 33) concludes 
that it would be unscientific to attribute the slow economic growth during 1974-1983 
to the Swedish model, or to the rapidly rising public sector and to increasing tax rates. 
The inverse proposition seems as plausible: the retardation of growth and the stagna- 
tion after 1974 caused a strong acceleration of public expenditure.
During the 1960s and 1970s productivity -  output per man-hour -  of Swedish 
industry increased on average by around 5% annually; in the 1980s this was only 
1.3%. The large wage increases and sluggish productivity growth in the 1980s have 
pushed up inflation and eroded industry’s international competitiveness. Since 1980, 
Swedish industry invests more abroad than in Sweden, a tendency that undermines the 
selective economic growth policy, which relies on profitable companies investing in 
Sweden. The reasons given for this flight of Capital out of the country include a need 
to move nearer to other markets, rising labour costs, labour shortages, high rates of 
absenteeism from work and the taxation system (EIRR, 193, 1990; The Economist,
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1990). Sweden’s current account deficit increased oVer the past years. Thus, the 
devaluation öf 1982 only brought a temporary relief and concealed the low productivity 
and high production costs. Therefore a new devaluation is not deemed desirable and 
a more structural approach is now thought necessary. A labour market policy to 
increase and improve labour supply could in our view be a part of such a structural 
approach, which fits well into the Swedish model. For instance, the recendy proposed 
entidement to at least two weeks’ vocational training per year for employees and lower 
marginal income tax rates could be applied to improve the quality of the labour force 
and later retirement could be applied to increase labour supply. Absenteeism through 
illness could be reduced by making employers more responsible for paying sickness 
benefits to the workers and by linking up employer’ contribution to the sickness benefit 
fund and the level of sick leave in his enterprise.11 Better rehabilitation and measures 
to reduce absenteeism through improvements of the working conditions could stimulate 
labour supply and promote labour mobility.
The 1973-1982 average inflation rate in Sweden (10.7%) was below OECD Europe 
(11.4%) average as well as the EC average (11.2%). However, Sweden did not fully 
succeed in dampening inflation as many other OECD countries did in the early 1980s. 
Differences in inflation rates are especially noticeable in the second half of the 1980s. 
The average inflation rate in 1983-1990 in Sweden was 7.3%, compared with 4.3% 
of the OECD average 5.5% in OECD Europe and 4.9% in the EC. However, Sweden 
has undoubtedly achieved a better trade-off between unemployment and inflation 
(Phillips curve) than most countries, thanks to its active labour market policy (OECD, 
1989b, pp. 55-56).12
7.3.5 Labour Market Flexibility
The Swedish labour market shows a significant amount of flexibility. The relationship 
between the unemployment rate and the vacancy rate (Beveridge curve) is often used 
as an indicator of the degree of labour market flexibility. In most European OECD 
countries, the Beveridge curve has shifted outward in the last two decades, indicating 
a rising mismatch between labour demand and supply. In Sweden, this relationship has 
remained broadly unchanged. Also the stable relationship between unemployment and
11 The sickness benefit system is currendy undergoing fundamental changes and other transfer 
programmes are under review aiming at enhancing incentives to work, save and to assume personal 
responsibility. The lowering of the sickness compensation from 100% to 75% in the first three 
days o f a sickness spell and to 90% thereafter, effective from April 1991, contributed to reducing 
absenteeism due to sickness by 15% in 1991 compared with 1990. This change in the system has 
reduced short-term sickness leaves in particular. As from January 1992 employers have to provide 
for sickness pay during the first founeen days of sickness, which should encourage tighter monitor- 
ing of sick-leaves. Moreover, two qualifying days are to be introduced in 1993 (OECD, 1992b, 
p. 50).
12 According to Lundberg (1985) the downward shift o f the unemployment-inflation trade-off 
is mainly due to the “concealment effect” o f active labour market policies, which tended to push 
down official unemployment figures. However, as already indicated, after 1973 private employment 
grew in the same phase as in other European countries, while the growth in Swedish labour supply 
was considerable. Moreover, the total jobless rate — including those in labour market programmes
— is below that of most OECD countries.
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capacity utilisation (the Okun curve), at a time when most European countries expe- 
rienced outward shifts of this curve, illustrates that the flexibility of the Swedish labour 
market has not weakened overtime. Compared internationally, the Non Accelerating 
Inflationary Rate of Unemployment (NAIRU), long-term unemployment and youth 
unemployment are low and part-time employment is high. Moreover, real wage rigidity 
is low and mobility patterns seem favourable (Johannesson, 1989; OECD, 1989b; 
Standing, 1988, pp. 52-56; OECD, 1992b, pp. 56-57).13
In Sweden long-term unemployment is avoided and the hysteresis effect is reduced 
by means of an active labour market policy. This includes the development of training 
programmes with compulsory participation and job guarantees, whereby government 
acts as an employer of last resort. Finite unemployment benefits and vacancy registra- 
tion cover these measures. In 1988 about 70% of all unemployed receiving training 
found a job within 6 months. It appears also that after training most individuals were 
able to command and receive up to 30% higher wages (OECD, 1989b, p. 82; OECD, 
1993, p. 59). Björklund (1991), on the other hand, concludes that the few evaluation 
studies on labour market training give ambiguous results and the study on temporary 
work showed insignificant effects. The analysis of Jackman et al. (1990) permit a rough 
assessment of the cost-effectiveness of active labour market policies. To reduce the 
unemployment by 2%-points, relative to that of the United States, Sweden spends 
about 1% of GDP more on labour market policies.
Labour mobility has two dimensions: employment mobility and job mobility. 
Employment mobility refers to internal mobility, involving no change in employment. 
Job mobility refers to external mobility, the move from one enterprise to another. In 
Sweden internal or functional flexibility has replaced external or numerical flexibility. 
As already noted above, it is easy to shift from part-time to full-time work in Sweden. 
LAS and collective agreements limit the use of fixed-term contracts. Temporary work 
firms are forbidden. Employment agencies are only allowed to operate upon permission 
by the AMS (See Chapter 5). As a rule, many trade unions operate an employment 
agency as part of their member service. Swedish labour market policy stresses the social 
responsibility of employers in securing employment for their employees. As an alterna- 
tive to temporary work, personnel pools and so called job-promotion groups are an 
important feature of the Swedish labour market (Albeda et al., 1978). Training is seen 
as the top priority by all enterprises, government programmes, employers’ organisations 
and unions. Also in Japan there is more emphasis on functional flexibility making 
employment less insecure. As has been argued in Chapter 3 in other European coun­
tries the lack of functional flexibility is compensated by more external numerical 
flexibility. Also in the United States numerical flexibility prevails. It is the latter that 
is stressed by the supply-side economists in their proposal for deregulation and greater
13 In OECD (1992b, p. 57) it is concluded that real wage moderation, in times o f labour 
market slack, was more to the weak response of nominal wages to currency devaluatioti than to 
genuine downward wage flexibility. Also, the remarkable stability of both the Okun and the 
Beveridge curves appears to be closely related to the comparatively strong expansion of public 
employment. The relationship between the private employment ratio and capacity utilisation and 
vacancies, respectively, has shifted in much the same way as in other OECD countries (See note 
12).
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flexibility. Although the Swedish labour market is highly regulated it is as flexible as 
the United States and Japan (OECD, 1989b, p. 83).14
7.3.6 Low Pay Differentials
The LO’s primary objective has been to reduce pay differentials between various groups 
in the labour market. A certain degree of equalisation has been achieved, despite the 
fact that market forces were detrimental to the goal. The wage solidarity policy has also 
been important in reducing the pay differentials. In the 1960$ and 1970s there was a 
sharp reduction in overall wage dispersion, and in the reladve earning disadvantages of 
highly-educated workers as well as a marked narrowing of wage differences between 
men and women and an increasing trend in youth relative Wages. Pay differentials 
between skilled and unskilled personnel dropped from 54% in 1960 to 25% at the 
beginning of the 1980s. Wage differentials in Sweden are the lowest in the OECD- 
area. The fall in wage dispersion was followed by a rise in the second half of the 1980s 
(Freeman, 1988; OECD, 1989; Edin and Holmlund, 1993). Nevertheless, there still 
is a gap in pay between men and women, notably for while collar workers. With 
women’s hourly wages (substantially) below those of men, fewer hours for women in 
paid work and more in household production are based on economic realities. More­
over, recent trends towards more decentralised collective bargaining have been accom- 
panied by a worsening of women’s reladve pay position. It tends to restore wage 
differentials. The female to male wage ratio of blue collar workers in the private sector 
increased from 72.2 in 1963 to 90.2 in 1982. After 1982 there was a decrease: in 1990 
the ratio was 88.7. For white collar workers in the private sector the ratio shows an 
increasing trend since the 1960s. It increased from 51.7 in 1963 to 74.9 in 1990 
(Gustafsson, 1992). The limited wage dispersion in Sweden can pardy explain the low 
rate of involuntary part-time employment in Sweden.
As a consequence of the solidaristic wage policy, the link between profitability and 
wage level would be broken and smaller wage differentials wöuld stimulate mobility. 
The relationship between value added per employee and the percentage of employed 
(Salter curve) for the Swedish manufacturing sector indeed indicates that the wage level 
profile is independent of profitability, and only a small fraction (less than 10%) of 
employment takes place in firms with low or negative profitability (OECD, 1989b, pp. 
77-78). The Swedish experience, moreover, shows that the narrowing of wage differen­
tials between industries has contributed to the structural adjustment of the Swedish 
industry, e.g. the car and textile industry. The narrowing of wage differentials has also 
encouraged the growing concentration of employment in large, innovative, relatively 
profitable companies and has impeded the emergence or growth of small firms, which 
provide a source of employment growth in the longer run (Standing, 1988, pp. 50-51).
14 Lindbeck et aL (1993) conclude that the detailed regulation of the Swedish labour market 
to improve job security and health o f employees, to increase the influence of employees in their 
workplace, and to facilitate paid leave have their costs: favouring the insiders relative to the 
outsiders, and they weaken the capacity of firms to adjust to changing economic circumstances. 
They, however, admit that there is little clear empirical evidence regarding the consequences of 
such labour market reguladons.
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7 .4  T H E  S W E D IS H  A P PR O A C H  R E L E V A N T  F O R  O T H E R  C O U N T R IE S
7.4.1 The Swedish Approach in Discussion
The Swedish model has recendy been the subject of more critical scrutiny. High 
infladon, current account deficits and high capital exports seem to be the most impor­
tant problems. In 1990, strikes and a rejection of the proposed economic policy 
resulted in the resignation of the Social Democratic government. The recent problems 
shed new light upon the question whether the Swedish model can or should be 
exported? Meidner and Rehn stated that the recent problems do not represent the 
failure of the model, but only the failure of a modified version of the model. The main 
modifications are a decentralisadon of wage negotiations; general as opposed to selective 
expansionist programmes; absence of fiscal restraints and solidaristic wage policy. 
Meidner and Rehn also made a series of suggesdons in line with the Swedish model 
like raising productivity and investments, especially in “high-tech” branches; company 
level training and adult education and “greater caution should be exercised in the 
supervision of the budgetary process” (EIRR, 195, 1990). However, it is also argued 
that the problems show the failure and the imminent end of this model. Supply-side 
rigidities and fixing unemployment below the NAIRU are responsible (Peterson, 1987; 
The Economist, 1990). According to the supply-side view, the Swedish economy can 
recover only when taxes are reduced and government expenditure is decreased, in order 
to improve the supply-side of the economy (See Knoester, 1983; 1993; Knoester and 
Van der Windt, 1987). Moreover, decentralisadon of wage determination, dereguladon, 
including less rules for temporary jobs and an increase in wage dispersion are supposed 
to enhance flexibility and to create incentives to acquire higher skills and to undergo 
training, hence to improve the quality of labour via wage competition, and a shift of 
government spending from consumption to investment.15 In this view an increase in 
unemployment is needed to take the heat out of the Swedish economy. Freeman 
(1988, pp. 75-76), however, concludes in his comparative research that countries 
having very centralised institutions and low wage dispersion (Scandinavia) and very 
highly decentralised countries with high wage dispersion (Japan and the United States) 
both doing better in employment terms than countries with intermediate types of 
labour market structure and institutions. Moreover, decentralised negodating structures 
may maintain institutional rigidity. More centralised wage bargaining can avoid or 
reduce the insider-outsider effect (See Subsection 7.4.2 below). As Guy Laroche rightly 
argues in his comment on Lindbeck et al. (1993), although deregulation and 
decentralisadon are put forward in order to increase flexibility, it is not yet obvious that
15 These supply-side recommendations have recendy been proposed to the Swedish government 
by a commission, chaired by Lindbeck. The commission believes that centralised wage bargaining 
has strongly distorted relative wage rates. A shift to decentralised wage setting, ideally at the level 
o f individual firms, is expected to bring about a relative wage structure that is more conducive to 
economic efficiency. It is necessary to accept widening wage differentials. The most important 
economic failures o f the system, according to the commission, indude the high level o f public 
spending, the overgenerous social-security system, the wide marginal-tax wedges, the low level o f 
private savings, the detailed regulation, and the inflation-prone system of wage formation (See 
Lindbeck et aL, 1993). So their recommendations are based on a trade-off between efficiency and 
equality.
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increasing flexibility is stabilising. In fact it may increase the extent of overshooting and 
may result in short-sightedness (See also Chapters 3 and 5). Moreover, the centralised 
wage bargaining seems to lead to a comparative advantage when the economy is faced 
with macroeconomic shocks. So decentralisation may not be advisable.
The adoption of the supply-side policy options will gready influence the basic 
features of the Swedish model. An increase in unemployment will influence the active 
labour market policy, notably the “right-to-work” principle. Not only increasing 
unemployment, also the reduction in the marginal tax rates will have a negative impact 
on the labour market participation rate, notably of women. In Sweden, the combina- 
tion of individual taxation and the highly progressive tax rates, unlike what has been 
suggested by supply-siders, favoured reallocation of family time towards more market 
work and less housework for wives and the reverse for men (Sundström, 1991, p. 172). 
Moreover, results of regressions of the female labour force participation on tax structure 
of the OECD countries do not support the idea that high taxation reduces labour 
supply. It is the structure, and not the general level of taxation that matters (See 
Chapter 5). On the other hand, progressive tax rates may result in a part-time trap for 
women. As has been indicated above, the reduction of the marginal tax rates resulted 
in a shift from part-time to full-time work by women in the 1980s. Decentralisation 
of wage bargaining endangers both the solidaristic wage policy and the active labour 
market policy. In evaluating Swedish industrial relations, it should be borne in mind 
that the Swedish approach follows from a view on unemployment: “There is no 
Swedish model that can be accepted or rejected, bought or sold. There is simply an 
approach — founded on dedicated innovative hard work” and “Unemployment is in 
itself a burden on society, and a cost. It represents a valuable producuon capacity that 
is wasted. (..). No country is rich enough to afford unemployment” (Jonzon, 1989, p. 
13). An increase in unemployment does not fit in such a view.
7.4.2 Corporatism and Economic Performance
The debate on the Swedish model fits into the discussion about the relationship 
between corporatism and economic performance16 which has been subject of much 
research and discussion in the 1980s (Bruno and Sachs, 1985; Newell and Symons, 
1987; Calmfors and Nymoen, 1990; Jackman et al., 1990). This research found a 
monotonie relationship between corporatism and economic performance suggesting that 
corporatism, consensus and superior macroeconomic performance go hand in hand, 
while other research results (Calmfors and Driffill, 1988; Freeman, 1988) point in the 
direction of a hump-shaped relationship.17 On the one hand centralisation is seen as
16 W e are aware o f the fact the term “corporatism” is not unambiguously defined in the 
literature. However, centralisation o f wage negotiations, shared perspectives on the goals o f 
economic activity and explicit attention for the aims of wage setting seem to be important 
characteristics of a corporatist society. Calmfors and Driffill (1988) give an overview o f some 
definitions and the ranking of countries according to these defmitions, Differences in ranking are 
only minor. Whatever definition is used, Sweden is characterised as a corporatist country. W e are 
also aware of the fact that no single indicator can capture economic performance. Indicators used 
in the economic literature are: real wage flexibility, employment and unemployment, inflation.
17 The superiority o f centralised bargaining, i.e. its positive correlation with the level of 
employment can be explained by the insider-outsider theory. Bargaining at the decentralised level
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a guarantee that the wage setters will recognise broader interest and on the other hand 
market forces restrain wage increases (unions operating at the individual firm or plant 
level have very little market power), resulting in a hump-shaped relationship between 
centralisation and real wages (unemployment). In the intermediate cases, the trade 
unions can exert some market power, but ignore the macroeconomic implication of 
their action. A critique of the supply-side economic theory, explaining real wage 
inflexibility and above market clearing wages, and hence unemployment from the 
shifting forward of taxes (See Knoester, 1983; Knoester and Van der Windt, 1987) is 
found in Bean et al. (1986). Their research shows that the superior employment 
performance of the more corporatist countries to the less corporatist ones can be 
explained by the higher flexibility in the real take-home pay of workers, i.e. a given rise 
of the wedge (the ratio of product real wage (wage cost to employers deflated by the 
output price) and the net consumption real wage to workers (the after tax wage 
deflated by the consumer price index)) causes a smaller increase of the product real 
wage in more corporatist economies. Empirical results seem to be in favour of a 
positive relation between corporatism and macroeconomic performance. This implies 
that the path towards decentralisation may lead to a deterioration in Swéden’s econ­
omic performance.
The most striking results of the Swedish model concern long-term unemployment. 
Evidence with regard to OECD countries is provided by Layard (1989). He shows that 
half of the OECD unemployed have been unemployed for over a year. The figure for 
Sweden is only 8.2% in 1988 and 4.8% in 1990. Layard concludes in his paper that 
three elements seem to be important in fighting long-term unemployment: finite 
benefits, active labour market policy, and centralised wage bargaining. His conclusions 
are confirmed by Calmfors and Nymoen (1990) and Jackman et al. (1990). From these 
analyses follows that, whereas the “right-to-income” policy has led to increasing long­
term unemployment, the “right-to-work” principle has improved the supply-side of the 
economy. Another conclusion is that not the level but the duration of unemployment 
benefits influences economic behaviour18, and this supports the idea of finite benefits 
as applied in Sweden.
In our view, the Swedish experience with active labour market policy shows that the 
high rate of long-term unemployment in parts of the OECD is avoidable. One may 
wonder why the “benefit principle” dominates. There is little to recommend the 
payment of social security benefits without job opportunities. Income maintenance for 
the unemployed may increase the unemployment rate and the duration of unemploy­
ment. Passive labour market policies create a reserve that cannot be used when neces- 
sary. It does not help in relieving either quantitative or qualitative discrepancies in the 
labour market. Moreover, empirical data on expenditure on labour market policies 
show that, in countries where employment services are organised around the “employ-
is dominated by the interests o f the insiders, not taking into account the interests of the unem­
ployed outsiders, resulting in above market clearing wages and loss o f employment. More 
centralised bargaining is less dominated by insiders, and thus avoids or reduces the insider-outsider 
effect.
18 Also other research indicates the greater importance of the disincentives of long-duration 
benefits, relative to benefit levels (See Schmid, 1992, p. 44) (See also Table 7.1).
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ment” principle (as in Sweden, Austria, Denmark), unemployment is lower (Jackman 
et aL, 1990). In Sweden, part of the active labour market measures can be classified as 
supply-side activities enhancing labour market flexibility.19 A positive effect on both 
unemployment and on the unemployment-inflation trade-off may be the resült. We 
agree with Layard (1989) that it is worth while for countries to fbllow Swedish 
thinking when allocating expenditure on labour market programmes (See Table 7.2). 
However, this kind of labour market policy may have a drawback as has been made 
clear by a recent contribution of Calmfors and Nymoen (1990). They state that, if 
inflow into labour market programmes and inflow into registered, i.e. open unemploy­
ment are not regarded as perfect substitutes by unions and individuals (and if participa- 
tion in labour market is preferred to unemployment), wage adjustments might slow 
down. Active labour market policy acts as a cushion to relieve the consequences of too 
high wages and consequently provides insufficiënt incentives for the unions to adjust 
wage demands. One of their conclusions makes this point clear: “Our most controver- 
sial finding is that accommodative labour market policies, designed to reduce open 
unemployment, raise real wages” (p. 431). Thus resulting in less job opportunities in 
the private sector. This result confirms their statement that labour market programmes 
and open unemployment are not substitutes and it has important implications for 
labour market policy. Wage moderation can seriously be hampered by the Swedish 
approach to unemployment. The results of Calmfors and Nymoen relate to labour 
market policies in Sweden, Denmark and Finland while this result could not be found 
for Norway. Also Calmfors and Forslund (1991) conclude that reducing open unem­
ployment by expanding training and relief work stimulates wage increases strongly, and 
hence reduced private employment and increased open unemployment. So, wages will 
be higher if a reduction of employment is offset by labour market policies instead of 
being allowed to result in open unemployment. Micro-studies also show that relief jobs 
have reduced regular employment, although there has not been a complete crowding 
out. The lower search intensity of workers on relief jobs compared with the unem- 
ployed provides further evidence that relief work is not simply a substitute for unem­
ployment (OECD, 1992b, p. 59). Layard (1989) and Jackman et al. (1990), however 
point out that active labour market policies, by preventing the unemployed from 
dropping out of the labour force, may increase competition for jobs and thus restrain 
wages. This positive effect is prevalent in the long run and is especially relevant for 
those measures more explicitly targeting on long-term unemployed and those related 
to training. Calmfors and Nymoen do not consider these long run goals of active 
labour programmes: to help a more efficient job-matching and a reduction of skill 
shortages through training measures. This different aim of labour policies may well 
become the most important one in the 1990s as demographic trends will reduce the 
supply of labour in OECD countries. Long-term unemployment is particularly negative 
both in the short and in the long-term. It has little downward pressure on wage 
inflation. Moreover, it may be argued that there is a strong correlation between 
unemployment and active labour market programme expenditure in the Nordic
19 In 1989 demand-oriented measures amount to above 45% of total expenditure on labour 
market policy, while supply-side measures account for roughly 30% and cash unemployment 
beneiits for 24% (Johannesson, 1989, p. 12).
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countries, making time-series results difficult to interpret. It is also more likely that 
crowding out is more serious in countries with low unemployment rates and relatively 
large active programmes. Country and cross-country estimates by the OECD (1993, 
p. 52), indeed indicate for most countries, including Denmark, Norway and Sweden, 
a negative and significant effect of expenditure on active labour market programmes 
on wages and structural unemployment. Also programme participation and the average 
level of expenditure per participant exert a downward pressure on wages, i.e. facilitate 
wage moderation. On the other hand open unemployment is more effective in prod- 
ucing wage moderation than the programme participation rate. Microeconomic impact 
studies indicate that favourable outcomes are reported for programmes whose targeting 
is relatively precise.
Adjustments to labour market disequilibria are not, of course, the only indicators 
of economic performance. For the Swedish system to be viable long-term developments 
are important. Calmfors and Driffill (1988) distinguish between centralised economies 
(a.o. Sweden), intermediate economies and decentralised economies. They show that 
for the period 1974-85 both the level and the change in the Okun misery index and 
an alternative performance index for Sweden are lower than the average for the other 
types of economies.20 From Freeman (1988) it follows that Sweden is ranked l l th  of 
19 OECD countries with regard to the percentage change of real GDP during the 
period 1973-84. The Swedish performance is about the same as that of Germany, 
Denmark and France. Because of the large growth in employment, real GDP growth 
per worker is of course less (coming 15th) but real GDP growth has been twice as high 
as in the United States, while, regarding the level of GDP per worker, Sweden is 
ranked 8th. Calmfors and Nymoen (1990) report a productivity growth for Sweden 
that shows about the same picture as for Western Europe during the period 1967-87. 
From their steady-state wage equations it can be concluded that, of the Nordic 
countries, wages in Sweden are the most responsive to unemployment. These results 
indicate that long-term economic performance in Sweden gives no reason to place any 
doubt about the viability of the model. However, as we have described in Section 7.2, 
this viability depends for a large part on the way corporatism is given shape, i.e. on the 
way consensus is reached and wages are set. Note that the majority of the research 
covers the period 1970-1985, while the main problems on which the criticism of the 
model is based showed up after the period 1983-85.
7.4.3 The Swedish Approach and the Wage-setting Process
For the Swedish model to be effective, consensus is a condition sine qm  non. This point 
is much stressed in the literature (Albeda, 1993; Calmfors and Driffill, 1988; Elvander, 
1989; Layard, 1989). Albeda (1993) mentions three elements that are characteristic of 
Swedish labour relations. First, in Sweden there is little polarisation and the Social 
Democrats have been in government from 1932 onwards. Only in 1976-82 was there 
a non-socialist government. Second, Sweden has a very high level of organisation on
20 The O kun misery index is defined as the rate of inflation plus the rate of unemployment. 
The alternative performance index is measured by the sum of the rate of unemployment plus the 
current account deficit in per cent o f GDP. Both indexes are used to control for the impact o f 
differences in government policies (unemployment versus inflation and current account surplus).
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both sides of the labour market. Third, there is (dose) co-operation between the trade 
unions and the Social Democratic Party. Thus, Albeda concludes, this “neocorporatist” 
society is very manageable and Sweden is a country with a consensus. In the Swedish 
model labour market parties not only negotiate about wages, but also make arrangements 
about employment measures and incomes policy measures. Centralised bargaining seems 
the only way to reach a workable agreement in such a case. Without some kind of 
centralised bargaining, acdve labour market policy would be difficult to implement. With 
decentralised bargaining, parties may assume that other sectors in the economy will take 
care of prevailing unemployment. They may simply shift the unemployment problem 
on to the rest of the economy. No sector will make enough room for schooling and 
job guarantees, shifting the probleftis on to the government. Moreover, decentralised 
wage bargaining may also cause problems in a tight labour market, e.g. a wage-price 
spiral. Centralised wage bargaining not only limits this wage-price spiral, but may also 
limit the wage-wage-spiral, either initiated by unions seeking to improve the relative 
position of their members, or by individual employers tiying to bid up wages in order 
to attract workers. Moreover, the insider-outsider effect is avoided. Central bargaining 
is a means to internalise the externality which exists when, under decentralised bargain­
ing, the parties ignore the effects of their actions on others.
Evidence from several countries, including the Netherlands (Albeda, 1993) and the 
Nordic countries (Elvander, 1989), shows that centralised wage determination is 
difficult to arrange and maintain. The Swedish LO blames decentralisation for the wage 
explosion and has urged a return to central bargaining. For centralised bargaining to 
work well, wages must be set by the sector that is exposed to international competition 
(Cf. Subsection 7.2.7), and then the rest of the economy must keep in line. However, 
in Sweden wage leadership was partly shifted to the public sector. In this environment, 
centralised bargaining is flawed. The Scandinavian model for setting general wages 
cannot function fixlly without a centralised negotiation system. However, the public 
employer function of the government can be an effective instrument of incomes policy. 
Experience in Sweden over the last few years suggests that this is almost the only 
weapon in the incomes policy arsenal which has not been exhausted. But this would 
imply, for example, that the automatic element in the wage drift for public sector 
employees would be dropped (Elvander, 1989). Elvander also asks whether it is possible 
that a combination of central agreements on general issues (general wage limits, 
working hours, equalisation of benefits) on the one hand, and agreements at the 
sectoral union level on the other, could solve the problem of satisfying overall long­
term interests as well as specific national union demands. Our answer would be that 
for the Swedish model to survive and to be imported by other countries, ways have to 
be found that deal with these tensions between the various negotiation levels. Of 
course, this is more easily said than done, but Swedish experience with moré 
decentralisation has not been unambiguously positive.21 For a country like Sweden
21 This point can be illustrated by a quotation from the OECD: “In regard of the negotiation 
structure, developments through the 1980s have not been propitious, though it may be expected 
that in the 1989 wage round the trend towards greater decentralisation will be stopped.(..). The 
question arises whether higher differentials in recent years have not been more to the advantage 
o f those employed in sectors protected against foreign employment rather than in skill categories
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with its openness, the relation between wage setting and macroeconomic performance 
is of great importance. It is not surprising, therefore, that a revision of the Swedish 
model in the direction of a return to central negotiations was under discussion at the 
end of the 1980s (See also Ahlén, 1989).22 The developments in the wage drift and 
the deterioration of the Swedish economic performance at the beginning of the 1990s 
could be incentives for a continuation of this discussion, despite the fact that SAF is 
in favour of a definite end to national bargaining.
Finally, another problem needs to be pointed out. This deals with the relationship 
between industrial relations and the structure of the labour force. The core of the 
Swedish model has been developed in a period of high participation with manufactur- 
ing as its main occupation area. However, employment in the service sector has grown, 
especially during the last two decades, and in the 1990s the majority of the Swedish 
labour force will be employed in this sector. An important consequence of this change 
is an increase in the heterogeneity of the labour force. This will hamper the 
organisation in large unions and may lead to an increase in the number and variety of 
unions and create co-ordination problems if wage-setting is centralised. Moreover, the 
individual employment relationship itself will change: there will be more temporary 
contracts, more flexibility, more part-time labour. Also the ending of the public sector 
expansion and the recent growth of unemployment will likely lead towards more 
precarious and more often involuntary temporary work in the 1990s (Cf. Natti, 1991). 
Both of these developments may lead to other types of industrial relations than the 
ones that have existed so long in Sweden.
7.4.4 Swedert and the European Community
On January 1 1993, the European internal market came into being. This increases 
competition (and wage competition) and promotes labour mobility. Related to the 
suitability of the Swedish model, the following question is of importance: what will 
happen when some countries adopt a Swedish approach and others do not? Will labour 
leave the “Swedish” countries in times of high employment and return in times of high 
unemployment? In July 1991, Sweden formally applied to join the European Com­
munity (EC), accepting to implement the far-ranging changes in structural policies 
which full membership would require. When Sweden’s membership becomes effective 
on January 1 1995, she may have to follow labour market policies that will be dictated 
by European economic performance. A convergence of labour market policies can be 
forced by economic circumstances.
Some major changes took place in economic policy and economic-policy thinking 
in Sweden leading to the general elections in September 1991. The turning point was 
the confident crisis in October 1990, when large currency outflows prompted the Central 
Bank to increase interest rates sharply to defend the Krona. To restore confidence and
associated with a dynamic industrial development. It may be that more centralised negotiations, 
accompanied by measures to allow wage structures better to reflect underlying demand and supply 
trends, would significantly improve the outcome of the wage-setting process” (OECD, 1989b, 
p. 80).
22 In February 1990 the Swedish Government announced a wage, price and rent freeze. These 
measures underline the government’s concern about the state o f the economy. Although they 
deviate from the Swedish model o f free wage negotiations, the LO has backed the plan.
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to combat inflation, fiscal policy was tightened. The government took measures that 
brought about an easing of labour markets. This marked an important change in strategy 
of a government which previously had attached top priority to the maintenance of 
continuous high employment Ievels. Supply-side economic policy was adopted by the 
government. In 1991 lowering of inflation was made the prime aim of economic policy. 
Price stability was seen as a condition sine qua non for achieving sustainable full-employ- 
ment growth. Demand was not expanded to hold unemployment down. In May 1991 
the Krona was pegged to the European Currency Unit (ECU), signalling their commit- 
ment to price stability and determination to keep inflation down. A central element of 
the economic programme of the new coalition government which took office after the 
election in September 1991 is to reduce taxes (to be matched by reduction in spending), 
both to encourage efficiency and to prepare for EC entry (OECD, 1992b, pp. 39-40).23 
In 1991 output decreased and unemployment grew fast to 2.7%, reaching the highest 
level recorded in Sweden’s post war history. Also in 1992 output decreased and the open 
unemployment more than doubled; in 1992 10% of the labour force was unemployed 
or engaged in labour market programmes. It is mainly long-term unemployment (>6 
months) which is on the increase. In May 1992 it was three times as high as a year 
before; the highest level ever recorded. Less emphasis was put on active employment 
policy. May 1993 8% was openly unemployed and 5% was engaged in labour market 
programmes (Lindbeck et al.t 1993). The employment principle was abolished. Tradi- 
tionally about 80% of the unemployed are active in manpower measures, mainly 
training. Now this figure is below 50%. So, now the Swedish government also is 
investing in unemployment instead ofcompetence and employment (EIRR, 222, 1992). 
The increase in unemployment resulted in a drop in the labour force participation rate. 
Moreover, at the end of 1991 SAF stepped out of the AMS. SAF is convinced that a 
centralised labour market policy and the linked solidaristic wage policy are not able to 
take away the present tensions in parts of the labour market. They make a plea for wage 
differentiation to show the differences in productivity. In their view co-operation between 
the trade unions and the government at central level should end to be. This is a break- 
through in the direction of decentralised Swedish labour relations. The board will be 
replaced by advisory bodies to which the government will appoint people on the basis 
of their expertise, rather than their role as representatives of specific interest groups. Now 
the government again is responsible for the national labour market policy. Government 
reaction will Iikely be the coup de grace for tripartism in Sweden (EIRR, 218, 1992). 
Although legislation complies with the relevant EC-regulation, Swedish employers claim 
there is a need for deregulation of Swedish labour law in view of the additional require- 
ments under EC law (Peijpe, 1994).
It is estimated that the financial deficit of general government would still exceed 5% 
of GDP in 1996/97, and thus exceed the 3% criterion set by the EC for entry in a 
fiiture Economic and Monetary Union (EMU), if no further measures were taken.
23 In September 1992, to defend fixed-rate exchange policy the government and the Riskbanken 
agreed not to meet the crisis with any fiirther devaluation but by a reduction of the budget deficit, 
through wide range cuts in public spending and tax increases. Already on November 19 1992, the 
Krona was unpegged from the ECU, resulting in a 9% depreciation (devaluation). The interest rate 
was raised and decisions are taken on new cutbacks. The latter will only have their efïèct in 1995.
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Beyond the medium term, the maturing of the income related (ATP) pension schemes 
will gradually erode the present huge surpluses in social security funds and turn them 
into a deficit unless contribution rates are increased significantly. That is why the 
government gives priority to budget consolidation in its medium term fiscal poliep 
(spending cuts and (indirect) tax reductions). Where future cuts will be made is not 
clear yet, but most transfer areas are under consideration, including housing, subsidies, 
sickness insurance, unemployment compensation and old age pensions. Changes in the 
public pension scheme aim to encourage individuals to save more for their retirement 
and to ease the burden on future generations from the ageing of the population. The 
proposed abolishment of the part-time pension scheme has been opposed by the trade 
unions and did not get enough votes in the parliament. Already in 1991 the “58.3 
pensions” were abolished, resulting in 1992 in the number of new entrants into the 
partial pension scheme reaching an historical height. In 1994 the retirement age will 
be raised from 65 to 66 (OECD, 1992b, pp. 44-45; Delsen, 1993c).
Membership of the EC implies that expansion of the public sector will be impos- 
sible, i.e. future employment growth has to be found in the private sector. Moreover, 
a devaluation to improve competitiveness becomes obsolete, while growth has to be 
reached by means of wage moderation. Decentralised wage bargaining reduces the 
chance of wage moderation in relation to active labour market policy. The active labour 
market policy will be difficult to implement and gets less attention. The future of the 
Swedish approach remains unclear. Due to negative output growth, Swedish unemploy­
ment will increase further, moving in the direction of an EC average. However, in 
1994 a referendum will be held on EC membership. Increasing (long-term) unemploy­
ment and high interest rates could imply a change in Swedish attitude away from EC 
membership and the EMU, and back to the spirit of Saltsjöbaden. Moreover, parts of 
the Swedish approach are already adopted by other EC Member States. This trend 
might continue, taking into account the economic and social advantages of the Swedish 
approach presented in this chapter. Moreover, potential EC Member States, i.e. Eastern 
European countries, already showed their interest in the Swedish approach.
7.5 C O N C L U S IO N S
Employment protection is relatively strong in Sweden. The Employment Protection Act 
(LAS) and collective agreements limit the use of fixed-term contracts, while temporary 
work firms are forbidden. The growth of women’s part-time employment has taken the 
form of continuous employment, rather than of part-time employment interrupted by 
periods of nonemployment, as is common in the EC and the United States. Moreover, 
the increase of part-time employment was not followed by difficulties to shift to full­
time work. Swedish labour law and social security regulations give no incentive to 
create marginal part-time jobs. AIso tax policy, partial pension, part-time parental leave 
and subsidised child care contributed to the high number of secure part-time jobs. 
Although the Swedish labour market is highly regulated, it is as flexible as the United 
States and Japan. Swedish experience has proved that active labour market policy may 
serve as an alternative for deregulation in order to augment the short-term flexibility 
of the labour market. Swedish enterprises are endeavouring to adjust to economic 
changes and technological advances primarily by seeking to maximise medium- and
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long-term functional flexibility: training is seen as the top priority by all enterprises, 
government programmes, employers’ organisations and unions. The Swedish example 
suggests that, in absence of short-term numerical flexibility, firms may be forced to put 
more emphasis on personnel planning and training, i.e. on functional flexibility.
The relevant question that remains is whether the Juli Swedish model can be 
imported by other countries? In our view the Swedish model has proved its value with 
regard to labour market policy, especially concerning the duradon of unemployment 
compared with other European countries and the rates of labour force participation and 
the utilisation of labour resources compared with other OECD countries. The principle 
of “active” rather than “passive” labour market policy has prevented an increase in 
long-term unemployment and counteracted hysteresis. In fact, the right-to-work 
principle has improved the supply-side of the Swedish economy. Training and retrain- 
ing programmes and relief work, the public sector as the employer of last resort, 
facilitate the transition from unemployment to regular work. Also the high participation 
rates and high utilisation rate of labour can be attributed to the active labour market 
policy. The Swedish approach illustrates that equity and efficiency in the labour market 
are complementary. In our view, the active labour market policy of the Swedish model 
can easily be imported by countries that suffer from high long-term unemployment to 
increase the participation and utilisation rates. In this sense the Swedish approach is 
(partially) relevant fbr other countries. It is a way out of the unemployment trap. A 
more active labour market policy, i.e. expanding training and relief work, prevents the 
unemployed from dropping out of the labour force and thus restrains wages in the long 
run, generating private employment. Supply-side policies like training or retraining 
programmes and a system of finite benefits have increased functional flexibility, and 
hence long-term flexibility. A more efficient job-matching and a reduction of skill 
shortages through training measures will become more important in the years to come, 
taking into account the demographic trends.
The low unemployment rates in the 1970s and 1980s can also partly be attributed 
to the high degree of centralised wage bargaining in Sweden. However, centralised wage 
determination is difficult to arrange and maintain. For this part of the Swedish model 
to be imported by other countries, ways have to be found that deal with the tensions 
between the various negotiation Ievels. Moreover, from comparative analysis on the 
functioning of labour markets it is clear that countries with similar labour market 
institutions perform differendy (Freeman, 1988), and as has been shown in this chapter 
countries with different labour market institutions perform similarly. Thus an answer 
about the importability of the full Swedish model cannot be given yet.
Another conclusion that can be drawn is that the Swedish approach, i.e. the 
Swedish model ceased to exist. In the course of time, notably in the second half of the 
1980s and during the past years by the present government, the basic features have 
been removed: centralised wage bargaining, solidaristic wage policy; wage earner fiinds, 
economic democracy (MBL) and most importandy the active labour market policy and 
the “right-to-work” principle. In 1993, LAS was revised. The maximum duration for 
fixed-term contract was lengthened and conditions for temporary work agencies were 
relaxed. Like the nationalisation of the unemployment funds these measures limit trade 
union power. Moreover, employers chose in favour of decentralised bargaining and 
wage differentiation, and left the AMS. However, in 1994 a referendum will be held 
on EC membership. Increasing (long-term) unemployment and high interest rates
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could imply a change in Swedish attitude away from EC membership and the EMU, 
and a revival of the spirit of Saltsjöbaden. Hence, the economic situation may force the 
Swedish government as well as the social partners to reverse their steps in this direction. 
Moreover at present, parts of the Swedish approach have been adopted by other EC 
Member States and Eastern European countries are interested in the approach.
CHAPTER 8
Conclusions and Recommendations
8.1 IN T R O D U C T IO N
This chapter summarises the main conclusions from previous chapters and labour 
market policy recommendations are made, against the background of a number of 
important structural changes. The latter include the changing demographic composition 
of the labour force, the globalisation of the economies and the technological changes. 
For Europe, moreover, the persistent unemployment and the establishment of the 
(growing) European internal market are of importance, emphasising the increased 
competition already present due to the globalisation of the economies.
This chapter is organised as follows. In Section 8.2 reregulation and a more active 
labour market policy, along the lines applied in Sweden, are proposed to avoid labour 
market segmentation and to improve the functioning of the labour markets. Section 
8.3 goes into the relationship between industrial relations and economic performance. 
Centralisation of wage bargaining and stronger trade unions are important to improve 
the economic performance. In Section 8.4 a number of labour market policy recom­
mendations are put forward to promote secure part-time employment. The role part­
time and temporary work can play in making the labour market more flexible is 
discussed. Calculations are presented to show the role part-time employment can play 
in increasing future labour market participation rates. In Section 8.5 a plea is made for 
a basic employment and income right to make the labour market more flexible and to 
improve the position of atypical employment. In the final Section 8.6 an agenda for 
future research is presented.
8.2 R E R E G U L A T IO N  AN D  A C TIV E LA B O U R  M A RK ET P O LIC Y
8.2.1 Avoiding Labour Market Segmentation
Based on the efficiency-equity trade-off, several European countries, including France, 
Germany and Spain, in the 1980s reformed their employment protection laws in the 
direction of allowing firms much more liberal recourse to fixed-term contracts (See 
Chapter 5). This implies that the situation of the existing labour force on permanent 
contracts is not changed, whereas many new recruits may have a different status. The 
rationale favouring such moves is two-fold (Emerson, 1988). By leaving the existing 
labour force unaffected, this avoids the risk that a general relaxation of the rules at a 
time of relatively weak business cycle conditions would cause a flood of dismissals. On 
the other hand the marginal cost of new employment is reduced since there would not 
be expected severance costs. While such a development would mean a kind of increased 
duality, its social acceptability should also be rated relatively favourably since it would 
help break down the differences of interest between insiders (those currently employed
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in permanent jobs) and outsiders (those currently unemployed) in the labour market. 
Employment security legislation, by protecting the insiders and reducing firms’ willing- 
ness to hire, leads to increasing segmentation between stable employed insiders and 
increasing long-term unemployed outsiders, causing hysteresis. Emerson (1988, p. 806) 
prefers the duality among the employed over the graver social duality separating the 
employed from the unemployed. Argument against this two-tier wage system can be 
derived from the implicit contract theory, the insider-outsider approach as well as from 
the efficiency wage theory. First, employers have no incentive to hire cheaper outsiders 
and fire insiders, because of the existence of high labour turnover costs or because of 
the possession of specific skills. Labour market deregulation was expected to increase 
employers’ hiring willingness and to yield higher real wage flexibility. The measures taken 
have not produced the desired results pardy because most of the increased flexibility 
was at the margin, without affecting the core of permanent employees. The insider- 
outsider theory explains why firms may not be interested in a permanent two-tier 
remuneration, for the low-wage workers might refuse to accept the two-tier wage system 
in the future, as their market powers grew and they gradually achieved insider status 
in terms of equally high labour turnover costs as those of the initially incumbent workers 
(Lindbeck and Snower, 1988; Bentolila and Dolado, 1994). Moreover, by offering more 
senior workers the prospect of employment at a high wage, free of risk of lay-off, the 
employer can induce both younger and older workers to work harder. Also from the 
efficiency wage theory it follows that the two-tier system will result in declining morale 
and productivity (See Akerlof and Yellen, 1986; Drago and Perlman, 1989). As was seen 
in Chapter 3 employers are only willing to train workers in the core group performing 
highly firm-specific tasks. This implies a greater reliance on the state or the individual 
to provide general training. Much of the secondary labour market may receive no 
training at all. The emergence of a more divided and segmented labour market has 
implications for equality of opportunity and the distribution of income. Moreover, firms 
may find it cosdy to lower wages, because firms paying low wages may be more likely 
to be unionised or negotiating wages may be costly. In supply-side economic thinking, 
atypical employment is considered to encourage the development of new job opportu- 
nities, whereas further regulation is considered to worsen the prospects for job creation. 
However, in Chapter 5 it was concluded that the policies of the European governments 
aimed at creating more temporary jobs did not result in more employment. It merely 
resulted in a redistribution of unemployment and a shift in the recruitment patterns 
in the direction of subsidised temporary jobs. Moreover, the international evidence 
presented in Chapter 5, shows that firing costs are clearly not always harmful for 
employment. Labour regulation in general and dismissal legislation in particular may 
foster efficient contracting between firms and workers and thus enhance rather than 
impede overall labour market efficiency. Economic performance and job security can 
go hand in hand. Stable and secure employment contracts may contribute to the flexi­
bility of an organisation. In Japan and in Sweden, because of the absence of short-term 
numerical flexibility, enterprises are forced to stress personnel planning and schooling 
and training, that is medium- and long-term functional flexibility. Related to employ­
ment security and atypical employment there is a convergence between Europe, Japan 
and the United States towards more government involvement. A number of European 
countries that have deregulated strongly during the 1980s are moving again towards 
more legal restrictions on the use of certain types of labour contracts.
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Segmented labour markets are found in Japan as well as in European countries and 
the United States, although their nature differs, implying that to a large extent atypical 
employment, and that is of great importance from a policy point of view, is a “trap” 
and not a “bridge” to permanent employment. In these cases, deregulatiön and decen- 
tralisation proposed by supply-side economists, is no solution. On the contrary, in the 
Chapters 3 and 5 it was concluded that these options are a cause of the growing segmen- 
tation of both the internal and external labour markets in the OECD. Employers are 
the main force behind the growth of atypical employment. In Chapter 3 both the micro- 
economic short-term and long-term advantages of flexible part-time employment and 
temporary employment have been questioned. It was concluded that these forms of work 
are not cost-effective in the short-term, and moreover result in lower productivity and 
efficiency in the long-term, indicaung a positive relationship between equity and effi­
ciency. The regression results in Chapter 6 give some support for the conclusion that 
small part-dme jobs and fixed-term jobs may be less or not cost-effective. An important 
conclusion related to the experience with part-time and temporary employment, drawn 
in Chapter 3, is that managers seem to underestimate the advantages of part-time 
employment and overestimate its disadvantages, while for temporary and contingent 
employment it is reversed. Chapter 5 showed that the partial coverage or exclusion by 
employment protection law and social security contributed to the external and internal 
labour market segmentation. It stimulates the growth of marginal jobs. However, our 
regression analysis in Chapter 6 does not support this for EUR8. We found lower 
perceived turnover rates for small part-time jobs and, despite exclusion, only for Belgium 
and Germany the coëfficiënt of the cost advantages for small part-time jobs is higher 
than for part-time employment in general. The segmentation of the labour market is 
also partly attributable to the policy of trade unions towards atypical employment and 
to the opposition of insiders. In Chapter 4 it was argued that the effect of the diffiision 
of non-standaid employment would be less adverse for labour if temporary, part-time 
and irregular workers became the object of active trade union protection.
The ad hoc policy implies that employers not only in Europe, but also in the 
United States have a non-strategic laissez-faire approach to the deployment of labour 
(Cf. Hunter et al, 1993). Litde or no planning is involved. There is litde concern 
about future implications. From Chapter 3 it is clear that the availability of low 
compensation labour, due to the absence of employment regulation, in fact may be at 
the expense of labour productivity and competitiveness and decrease efficiency. Tem­
porary employment is associated with underinvestment in human Capital and a lower 
capital-labour ratio and hence will have a negative impact on future employment, but 
also the short-term costs are higher. The disadvantages for the establishment, notably 
the training costs, increase with the small part-time and fixed-term rate (See Chapter 
6). From this it should not be concluded that contingent and flexible labour should 
not be used. The conclusion should be that to some extent these costs resulting from 
adhocpoYicy are avoidable, by improved planning of both the volume and the contract 
structure of the personnel, by numerical flexibility from the core workers, by functional 
flexibility as an alternative for numerical flexibility, and by substituting between 
categories of atypical employment. Improved personnel planning and time management 
could contribute to minimise the volume of temporary jobs and to offer more perma­
nent employment to their employees. This is economically efficient at the micro as well 
as the macro level and it is feasible through offering employees regular, i.e. secure part­
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time employment as an alternative. First these are jobs with the number of hours 
worked over about 15, jobs wanted by the employees, secondly these are jobs that 
provide a minimum of work and income guarantee. The latter part-time jobs refer to 
min-max contracts where the distance between the minimum and maximum is kept 
low and the minimum is as high as possible. Another option in this respect is a 
combination of flexible working hours and a regular income per month. Even more 
flexibility can be offered by promodng more yearly contracts. In that case secure part­
time employment becomes a true alternative for insecure and involuntary temporary 
jobs to get a certain job done and avoids the negative long-term impact on flexibility. 
These contracts combine short-term flexibility and efficiency and long-term employ­
ment stability and efficiency. As came forward from Chapter 4 both trade unions and 
employees are in favour of such an option, while in Chapter 3 it was shown that yearly 
contracts are in the interest of employers. Job-sharing and working year contracts imply 
regular temporary work and a flexible approach to reduce the annual amount of 
working hours. Also in relation to the avoidance of too many informal activities it is 
of importance to find an alternative for numerical flexibility, creating too much 
(income) uncertainty for the employees. Temporal flexibility of part-time as well as full­
time workers could be that alternative.
Only for a minority of workers does the temporary contract results from deliberate 
choice. For most employees temporary work represents a form of underemployment (See 
Chapter 2). Burchell (1989) even concludes that if temporary work is to become 
widespread, to provide the flexible labour force advocated by industry and government, 
it will be at a high cost to the quality of life and psychological well-being of the individ- 
ual employed in such jobs. Related to temporary contracts there is a conflict in interest 
between organisations of employers and trade unions. The flrst plea for more room for 
such contracts, while the latter wants to reduce its volume. Flexible employment con­
tracts may result in a shift of uncertainty from the employer to the employee. However, 
until now little or no attention is paid to the possibility of a trade-off between security 
and other working conditions within labour contracts, contrary to the present policy 
between contracts (Ritzen, 1987). Labour contracts may be offered with relatively high 
remuneration or good working conditions and with relatively low security i.e. protection 
against dismissal, and others within which lower wages in exchange for more security 
tailored to the diversity of preférences of employees. In such a case the relative price 
to be paid for security offered follows the process of demand and supply and the 
discussion on legal fixing of protection against dismissal loses relevancy. Government 
could back such an approach by differentiating marginal tax rates between stable, i.e. 
secure and flexible, i.e. insecure contracts, and reduce the marginal wedge of the latter. 
At the moment there is no such trade-off within contracts. On the contrary, the con­
tracts with the highest security often are contracts with the highest wages and the best 
working conditions. A more positive approach to regular part-time work could be used 
to reduce the number of casual workers or seasonal workers. Even in the case where 
the work is sporadic and unpredictable it is possible to strive for a form of sub-contract- 
ing, by which employees are employed on a regular part-time or full-time basis by a 
central organ. It is conceivable that trade unions act as such an intermittent bureau.
In order to promote the mobility between the segments, reregulation, i.e. replacing 
the present type of rigidity creating legislation by new flexibility creating legislation, is 
desirable. So, no deregulation and/or withdrawal of the government involvement, but
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an active government involvement, aiming at abolishing the barriers and segments in 
the labour market created by incumbent workers and employers at the decentralised 
level, by trade unions, employers organisations and themselves, for instance affirmative 
action, a right to part-time employment, gradual retirement. From Chapter 4 it can be 
derived that a (legal) right to part-time employment could reduce the power of the 
incumbent workers, and hence make a significant contribution to the expansion of 
secure part-time employment. This reregulation contributes to a more flexible labour 
market, reduces the insider-outsider effect and improves efficiency. The Swedish 
approach can be an example in this respect.
8.2.2 Active Government Involvement
One of the most regulated OECD countries is Sweden, where the wage competidon 
and the allocation function of relative wages are replaced by solidarity wages combined 
with an active labour market policy. In Chapter 7 it was concluded that in Sweden 
much emphasis is on functional flexibility, while the use of numerical flexibility is 
restrained, (long-term) unemployment was low, real wage rigidity low, and the labour 
market was as flexible as the one of the United States and Japan. Moreover, the 
Swedish experience shows that making income support conditional not on job search, 
because this proved to be difficult to controï adequately, but on activities undertaken 
to improve the readiness for the labour market, for instance participation in training 
and/or part-time employment, can actually lead to a reduction in total costs of the 
support -  even if the “active” programmes are more expensive per participant than is 
passive support. It is a choice between investing in unemployment or in the future 
labour force. The Swedish approach follows from a view on unemployment. Unem­
ployment is considered to be a burden on society, and a cost. No country is rich 
enough to afford unemployment. In line with this, according to the Commission of 
the European Communities (1990) people that are not able to contribute become an 
economic burden for the European society. Reduction of this burden by a gradual 
braking down of unemployment and social security benefits is no positive answer. 
Europe has to invest in those people, in order to offer the opportunity to contribute. 
Hence, Sweden could be an example for other European countries suffering from long­
term unemployment rates, as has been argued in Chapter 7, but also for the United 
States and Japan. In the latter country the volume of life-time employment, forcing 
managers to apply functional flexibility, is declining very quickly, and is replaced by 
numerical flexibility, i.e. female part-time and temporary employment.
Centralised and regulated countries perform at least equally or better related to 
employment and the unemployment-inflation trade-off, than decentralised and deregu- 
lated countries. However, the Swedish approach ceased to exist in Sweden and has been 
replaced by supply-side economic policies, including decentralisation and deregulation. 
Swedish economic performance deteriorated in the second half of the 1980s. Employ­
ment growth was slightly below the EC and the OECD average, and also the change 
in compensation per employee as well as in unit labour costs is higher than in OECD 
Europe. It is still an open question whether this can be attributed to declining consen­
sus and decentralisation in wage bargaining or to the aftermath of the Swedish model 
as it functioned until the early 1980s. Empirical results seem to be in favour of a 
positive relation between corporatism and macroeconomic performance. Although 
deregulation and decentralisation are put forward in order to increase flexibility, it is
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not yet obvious that increasing flcxibility is stabilising. In fact it may increase the extent 
of overshooting and may result in short-sightedness and reduce the incentives of firms 
to embark on long run training programmes for their workforce. Moreover, the cen­
tralised wage bargaining seems to lead to a comparative advantage when the economy 
is faced with macroeconomic shocks. This implies that the path towards decentralisa­
tion may lead to a deterioration in Sweden’s economic performance. In Chapter 7 it 
was concluded that the prerequisites necessary for the Swedish approach to work are 
rather binding: including consensus over common macroeconomic policy objectives, 
high organisation rates on both sides of the labour market and centralised wage 
bargaining. For the Swedish model to be imported by other countries, ways have to be 
found to deal with the tensions between the various negotiation levels. We believe that 
recent and future developments in the labour market to a large extent dictate the 
combination of an appropriate personnel management aim (numerical or functional 
flexibility), an appropriate labour market policy (passive or active), an appropriate role 
for labour law (deregulation or reregulation), as well as an appropriate level of wage 
bargaining (decentral or central). Because these important issues are interrelated or even 
complementary, decisions on the policy mix have to be taken simultaneously. Feasible 
would be the Swedish labour market approach. Moreover, when the corporatist coun­
tries Austria, Finland and Sweden become members of the European Community, their 
impact on the present EC members could be considerable.
Long-term unemployment is particularly negative both in the short and in the long­
term. It has little downward pressure on wage inflation. In our view, the Swedish 
experience with active labour market policy shows that the high rate of long-term 
unemployment in parts of the OECD is avoidable and that the hysteresis in the labour 
market is reduced. One may wonder why the “benefit principle” dominates. In 
Sweden, part of the active labour market measures can be classified as supply-side 
activities enhancing labour market flexibility. A positive effect on both unemployment 
and on the unemployment-inflation trade-off is the result. It is worthwhile for coun­
tries to follow Swedish thinking when allocating expenditure on labour market pro­
grammes. This kind of labour market policy may have a drawback in the short-term, 
by raising wages, for open unemployment and labour market programmes (training and 
relief work) are not perfect substitutes. Wage moderation is hampered. It may also be 
more likely that crowding out is more serious in countries with low unemployment 
rates and relatively large active programmes. However, according to the insider-outsider 
theory, the redistribution of unemployment should have a downward pressure on wages 
and thus a positive impact on private employment. An active labour market policy, by 
preventing the unemployed from dropping out of the labour force, may increase 
competition for jobs and thus restrain wages. This positive effect is prevalent in the 
long run and is especially relevant for those measures more explicitly targeting on the 
long-term unemployed and those related to training, i.e. long run goals of active labour 
programmes: to help a more efficient job-matching and a reduction of skill shortages 
through training measures. This Swedish approach, i.e. this different aim of labour 
policies may well become the most important one in the 1990s as demographic trends 
will reduce the supply of labour in the OECD countries. The right-to-work should 
prevail over the right to income. In order to achieve and retain long-term flexibility 
and adaptability a more active involvement of government is desirable, certainly from 
the equity point of view, but also from the efficiency point of view.
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Affirmative action and equal opportunity laws are of importance in this respect. 
According to supply-side and neo-classical economic thinking the introduction of a 
quota system or affirmative action hampers efficiency and brings down the freedom of 
action of employers, i.e. there is a trade-off between efficiency and equity (Okun, 
1975), i.e. equity benefits are more than ofïset by the efficiency losses they impose on 
firms when more qualified candidates are passed over for promotion in preference to 
candidates from specific minority groups. However, from the Chapters 3 (micro level) 
as well as Chapter 5 (macro level) came forward, that the big trade-off between 
efficiency and equality turns out to be a positive relationship: equity and economic 
efficiency in the labour market are complementary. More equity results in more 
efficiency. Equity may be a necessary condition for efficiency. Proponents of equal 
opportunity may not have to appeal to the social conscience of managers. Firms should 
prohibit discrimination in the workplace because it is in their best interest (See Schotter 
and Weigelt, 1992). Equal opportunity laws and affirmative action programmes always 
benefit disadvantaged groups, but also increase the effort level of all workers in the 
firm: both equity and efficiency are enhanced by the programmes. The effects of 
affirmative action programmes on output depend on degree of discrimination. When 
the cost disadvantage is severe, these programmes significantly increase effort levels and 
hence profits. When this disadvantage is slight, efforts of all agents are reduced. This 
can be explained by the fact that disadvantaged subjects tend to drop out and supply 
zero effort; a quota system enables promotion, i.e. it becomes worthwhile to do ones 
utmost and this effect will be greater the bigger the negative position of the workers. 
Moreover, more competition from the weakest group forces the privileged group to 
work harder. So it is in the interest of a firm to prevent part of its labour force getting 
into a position with no prospects, for this will limit employees’ effort.
Involuntary part-time employment hampers macroeconomic and microeconomic 
efficiency. At the macroeconomic level underemployment and involuntary part-time 
represents a foregone output, while at the microeconomic level involuntary part-time 
employment represents theoretical opportunities for Pareto-improvement in the case of 
full-time/part-time wage differentials are based on efficiency wage considerations 
(Bulow and Summers, 1986). Their theory of discrimination implies that affirmative 
action policies (quotas) and subsidising desirable primary sector jobs for members of 
disadvantaged groups are likely to raise total welfare. Unequal treatment (pay or access 
to employment or education) may also result in an inefficient allocation of resources, 
because prices do not accurately indicate social costs and in a loss of valuable resources. 
Schotter (1985) adds a further argument against wide differentials of rewards from the 
game theoretical point of view: excessive differentials between market outcomes may 
be considered as unfair affecting work incentives. Fairness increases the effort of the 
previously discouraged population to a point where the average effort of workers in the 
economy is increased, i.e. the “inefficient” but equitable set of institutions may produce 
a greater output than the “efficient” economy. Hence, there is no necessary trade-off 
between equality and efficiency. The relationship is contingent. Basic income support, 
fair wages and employment security may very well have positive incentives to work 
hard, to co-operate, and to shirk less (Schmid, 1992). The experience in Japan and 
Sweden, where wage differentials are narrow and employment protection is strong, 
relative to those in the European Community and the United States, confirms this. A 
smooth functioning of OECD societies in the 1990s and beyond dèpends on
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recognising women as principle economic actors and enabling them to realise their 
untapped potential. It challenges the assumption that (gender) equity and efficiency are 
mutually exclusive. However, meeting the twin goals of equity and efficiency requires 
significant changes in the “system”, including the promotion of part-time employment, 
improving the conditions of atypical employment (OECD, 1991b). Such an approach 
has been applied for years in Sweden. Hence, besides the efficiency argument, a second 
justification for labour law and minimum social standards refers to the policies of 
distribution. Stability of employment contracts has to be interpreted as stability and not 
as rigidity. A more radical approach would be a disconnection of income and labour. 
The uncoupling of some benefits from an occupational activity would have a positive 
effect on the social protection of the atypical employee.
8.2.3 Functional Flexibility
It is often observed that the United States has flexible hiring and firing rules but not 
such flexible pay levels, that Japan has considerably rigidity in hiring and firing rules 
but relative flexible pay levels, whereas Europe is relatively rigid on both accounts 
(Emerson, 1988, p. 805). The by supply-side economists presumed greater flexibility 
of the American labour market, as an explanation of its superior employment record 
relative to European economies, refers to the fewer restrictions on hiring and dismissals 
in the United States’ system relative to European ones, and thus refers implicitly to the 
flexibility of the external market. However the relatively greater external labour market 
flexibility of the United States of America is offset by greater rigidities in the American 
internal labour markets relative to many European countries and Japan (See Chapter 
3). There are economic efficiency arguments in favour of an extension of employment 
security in industry in the United States beyond what the free market delivers. Coun­
tries that have gone the fiirthest with short-term flexibility may run the risk that 
employers will not pay sufficiënt attention to the source of their long-term flexibility 
and efficiency, to manpower training. Markets work more efficiently if there is social 
agreement on how they should function. Security and confïdence of workers is a 
precondition for achieving structural adjustment and change within companies. Stable 
and secure employment contracts may contribute to the flexibility of an organisation. 
With employment protection, it could be argued that workers would be relatively 
committed to their enterprise, so raising their productivity. And they would be more 
willing to be flexible in what tasks they perform, being more prepared to invest in 
training. If so, labour costs would be reduced. Moreover, the U.S. experience shows 
that access to casual and low compensation labour makes the search for productivity 
unnecessary for employers. This may lead to decreased efficiency and competitiveness. 
Moreover, high turnover associated with the absence of job security results in U.S. 
firms undertraining the labour force. For several reasons American firms are shifting 
towards more functional flexibility, i.e. to shift their internal labour market system 
away from the traditional system of narrow job definitions and rigid work rules, and 
towards much more flexible arrangements (See Chapter 3). This decrease in job 
demarcation represents indicating a shift towards the Japanese approach.
One of the main differences between the labour policies in the major countries is 
in their attitude towards human Capital. Employment adjustments that are too rapid 
and rely on the external labour market to a large extent, as in the United States, may 
not necessarily be the best in the long run as compared to the slowér adjustment and
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lower transaction costs “employment retention” model prevalent in Japan (Koshiro, 
1992, p. 260). Functional flexibility will become more important in the future, due to 
new technologies and demographic developments. It results in higher levels of commit- 
ment and productivity. New technologies will alter and increase the skill level required 
of blue collar workers and requires workers to undertake broader tasks than today. 
Moreover, comparative observations across countries, induding Germany and Japan, 
and studies of firms in the United States which have reformed their internal labour 
market suggest that the level of commitment and productivity is higher in such systems 
regardless of the level of technology employed. By expanding training opportunities for 
employed workers, and, hence, making them more employable both elsewhere in their 
current firm and in other firms in the labour market, and by easing the consequences 
of job loss (through training or through the labour market exchange) the stage can be 
set for more flexible and hence more productive employment systems. One of the 
lessons the United States can learn from other nations is that there is a link between 
flexible internal labour market systems and the existence of an active employment and 
training policy. Sweden stands as an example (Osterman, 1989; 1993) (See also 
Chapter 7). Most research on the impact of new technology on the labour market 
shows that the availability of a work force whose qualification allow for flexible 
deployment is a key prerequisite for gaining a foothold in innovation compedtion 
(Schmid, 1992, pp. 38-39). The most innovative sectors managed to develop this 
necessary flexibility not primarily by exchanging parts of the labour force with the 
external labour market, but mostly by reassigning workers internally.
While the United States regime appears on close inspection to be less satisfactory 
than suggested by supply-side economists, Japan has succeeded in reconciling consider- 
able employment security with little unemployment (Emerson, 1988, p. 801). From 
Chapter 3 it can be conduded that the dual structure does not permit a better adjust- 
ment capability. The most common method of employment adjustment in Japan in 
large companies are cutting overtime and transfers. Making temporary workers or 
permanent workers redundant only played a minor role. Also cutbacks in recruitment 
are important. More important, in Japan, is the functional flexibility. The internal 
labour market structure of large companies with their high commitment to training has 
been able to improve their operating efficiency by reorganising production and jobs to 
meet changing technical needs. The formation of wide-ranging skills, which is the real 
essence of white-collarisation of large companies’ male blue-collar workers, is the 
foundation for high labour morale in Japan. These wide-ranging skills have made a 
substantial contribution to Japan’s economic growth. The lesson from the Japanese 
system is that it is profitable for the employer to offer job guarantees and that workers 
are prepared to co-operate to be transferred to other jobs within the company. Job 
protection, combined with flexibility within the enterprise prevent the payment of 
social security benefits as well as the loss of experience. Also the high proportion of 
temporary employees has been suggested as a partial explanation of the better perform­
ance of the Japanese labour market. In Japan temporary workers often perform the 
same job as regular workers. Wages, however, are considerably lower mainly because 
temporary workers do not receive the annual increments connected with the “nenko” 
wage system. Moreover, in practice many temporary workers are continuously rehired, 
becoming de facto regular workers, but cheap ones. In a tight market this creates 
frictions. As came forward from Chapter 3, life-time employment is decreasing rapidly
256 Chapter 8
and constitutes only a small proportion öf total employment. The legal recognition of 
part-time employment and agency worlc in the second half of the 1980s, will be an 
incentive for marginal and unstable jobs. The official recognition of these forms of 
work will contribute to the segmentation of the labour market, increase the number 
of unstable jobs and even disturb the Japanese employment system, characterised by 
life-time employment and the wage and promotion system based on seniority. How- 
ever, as has been concluded in Chapter 3, extensive use of numerical flexibility causes 
problems, notably in a tight market, characterised by shortages, due to technological 
and demographic developments. What is needed is a sophisticated manpower informa- 
tion system and more education and training.
8.3  C E N T R A L ISE D  B A R G A IN IN G
Without some kind of centralisation active labour market policy is difficult to implement 
(See Chapter 7). The EC countries are outperformed in terms of labour market condi- 
tions by (Dell’Aringa and Samek Lodovici, 1992): the Scandinavian countries and 
Austria; Switzerland and Japan and the United States of America. These groups of 
countries vary considerably concerning their labour market policy, their industrial 
relations system and the degree of (de)centralisation. In Japan and Switzerland industrial 
relations are rather decentralised and levels of unionisation are low. However, the 
informal system of co-ordinating and managing consensus is highly articulated, interest 
groups are integrated at a cental level and industrial conflict is rare. In a corporatists 
ranking these two countries should be at the top, but in a very different position with 
respect to truly corporatist countries, because the way consensus is reached is different. 
Also the way full employment is maintained during years of crisis is different: the 
adjustment process falls almost entirely on the marginal labour force (women, elderly, 
and small business employees in Japan; foreign workers and women in Switzerland). 
Full employment is reached by labour hoarding for the core labour force and through 
training in the private sector. Austria, Norway, Sweden, and recently Finland, represent 
the more truly neocorporatist countries. These economies are characterised by large 
interest groups representing substantial parts of society. There are usually institutional 
structures that serve in tripartite consultation and in mediating interests, and which 
permit an effective application of income policies based on consensus. Conflict is 
generally low, and negotiation occurs primarily at the centralised level. Full employment 
is primarily maintained through employment growth in the public sector, active labour 
market policies (especially Sweden), and moderately expansive fiscal and monetary 
policies (notably in Austria and Norway). The (dis)advantages of this approach have 
been reviewed in Chapter 7. The labour market in the United States is characterised 
by competitive market, low employment protection, weak interest groups and fragmented 
wage negotiations occurring mainly at the firm level. Wage moderation is imposed by 
market mechanisms. Labour market policies have a more limited scope than in the 
Scandinavian countries. The industrial relations systems in the EC countries are the most 
conflictive and difficult since they include union organisation powerfïil enough to impose 
their interest, but too numerous and not encompassing enough to internalise the result.
The central question is what types of modificadons in industrial relations systems 
and in labour market policies may be necessary (and feasible) to improve employment
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performance? (Cf. Dell’Aringa and Samek Lodovici, 1992). One option is the fragmented 
and pluralist system, such as in the United States, where wage moderation and real 
wage flexibility are permitted by union weakness, fragmented bargaining, very low levels 
of wage indexation, and rather long contract periods. According to supply-siders, the 
strong employment growth between 1973 and 1986, due to its decentralised bargaining 
system and the extreme freedom and flexibility of firms in using labour, illustrates the 
superiority of the American system. However, as came forward from Chapter 2, they 
were primarily involuntary low-paying, insecure part-time and fixed-term jobs, that 
only partially resolved the unemployment problem and increased the inequality of 
income distribution. The Swedish experience shows that flexibility does not have to be 
synonymous for insecurity and precariousness. In fact, the Swedish approach illustrates 
that equity and efficiency in the labour market are complementary, while the expe­
rience in the United States illustrates that inequality goes at the expense of flexibility 
and efficiency. From the Swedish experience (Chapter 7) as well as the Japanese and 
the United States’ experience (Chapter 3) it can be concluded that a widening of the 
wage differential is not a necessary condition for a flexible and efficient labour market. 
On the contrary, wage differentials may be at the expense of efficiency. Moreover, it 
can be concluded that neither nominal nor real wage flexibility are positively correlated 
with decentralised wage bargaining (Cf. Standing, 1989, p. 53).
The challenge for public policy will be to preserve the advantages of internal labour 
markets, but at the same time to prevent access to these markets from being limited 
to certain workers and completely foreclosed to others -  hence to ensure that a certain 
degree of external flexibility is maintained (OECD, 1990c, p. 77). This in fact has 
been achieved in Sweden. There is a conflict of interest between the employed and the 
unemployed. For the unemployed to get a job, the real product wage and, hence, also 
the real consumption wage of the employed must feil. The internalisation of tax effects 
is likely to lower real wages under centralisation substantially compared to 
decentralisation. It is much more likely that the interests of unemployed workers is 
represented in centralised bargaining. Hence, it is likely that the unemployed would be 
less persistent in centralised economies. Centralised bargaining avoids the insider- 
outsider effect (See Chapter 7). Also union growth is of importance. The larger the 
unions the more fiscal externalities are internalised. Union growth is also of importance 
in relation to reversing the trend of growing contingent employment and increasing 
efficiency as came forward from Chapters 3. The regression results in Chapter 6 show 
that the presence of employee representation has a negative impact on the rate of part­
time employment in Europe and Germany, and a negative relationship with the fixed- 
term job rate in Belgium and Italy. For the United Kingdom the positive relationship 
supports the insider-outsider theory.
In the original Swedish model, the political trade-offs between labour market issues 
were conducted through centralised collective bargaining at the national and sectoral 
level and direct involvement of governments. On some issues of public interest, 
negotiations replaced competition and competitive bidding between organisations and 
between firms. In such a centralised setting, not only the upward wage-wage spiral is 
avoided, also underbidding is avoided or prevented, resulting in more stable industrial 
relations as has been shown in Chapter 7. Hence, the parties involved were obliged to 
take into account the external effects of their trade-offs and to allocate better the 
ensuing costs between them. In North America, negotiating processes are largely
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decentralised and rarely involve government directly. Political trade-offs are conducted 
within the enterprise which makes the externalisation of flexibility costs that much 
easier. It is the growing categories of the vulnerable workforce who are bearing these 
costs through job precariousness. In North America, where there is high and persistent 
unemployment, the system favours a return to economic liberalism and to short-term 
managerial strategies which result in economic inefficiency and increasing economic 
disparities. In Europe the industrial relations system promotes a broadening and a 
politicising of debates. It encourages social negotiation and the emergence of new and 
original patterns of flexibility, such as flexibility of annual amount of working time and 
a better costs sharing system among the partners, which is in fact functional flexibility 
(Poulin Simon, 1989, pp. 67-68). There is an increasing awareness that human capital 
in technology driven economies becomes a decisive factor in contributing to economic 
performance. The emerging “skill gap” not only results from future demographic 
developments and technological trends, but also from the maladjustment of the 
education and training system to the world of work. Forecasting skill needs are 
unreliable. This puts a premium on flexibility. The key objective must be to impart to 
all young people a broad base of transferable skills. Both schools and employers are 
responsible. For adults, the private sector must assume primary responsibility for the 
provision of training and retraining opportunities (OECD, 1990c. p. 64). Despite the 
fact that individual employers are convinced of the importance of investment in human 
capital and better industrial relations, actions towards these goals will not be achieved, 
because they are trapped in a prisoners dilemma. Investment in human capital not only 
has positive internal effect, but also has considerable external effect, but in the short- 
term it puts the individual employer in a cost disadvantage relative to its competitors. 
The prisoners dilemma and the related free rider problem can only be avoided by 
agreements at national or sectoral level. Moreover, centralised collective agreements 
offer the opportunity to the trade unions to make a swap between wages and training 
or other issues, like employment and working conditions, affirmative action, child care, 
prevention of sick leave, employment of minorities. Hence, wage moderation is more 
easy to achieve at the central level, compared with decentralised bargaining. In the 
latter case insiders’ interests will prevail.
The fact that most OECD countries will be confronted with the same problems and 
developments, a common approach, i.e. co-ordinated action, notably between the three 
major economic blocks, is appropriate. The globalisation of the economies and the 
establishment of the European internal market imply that the relevancy of national 
economic policy of national governments will reduce. In Europe, more and more 
decisions will be taken by “Brussels”. Also in relation to wage and working conditions 
negotiations the bargaining between national organisations will lose relevancy; increas- 
ingly international developments, i.e. developments in other (European) countries have 
to be taken into account. Co-ordination of economic and social policy at the interna­
tional and European level becomes more and more important. This could imply that 
for the future it is of interest for employers as well as trade unions to establish, for 
instance, European wide negotiations, where employers’ organisations and unions will 
co-operate and support each other on a European level in negotiations on wages and 
working conditions.
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8.4 P R O M O T IO N  O F SE C U R E  PA R T-TIM E EM PLO Y M EN T
8.4.1 Part-time Employment and Utilisation o f Labour Resources 
The populations in the industrialised countries, particularly in Europe, are ageing. The 
demographic ageing has major economic implications.1 Expenditure on social pro­
grammes is rising. Social programmes are financed largely on the basis of taxes and 
social security contributions paid by the working population. The tax burden will 
increase resulting in higher wages. The competitiveness of the private business sector 
will be harmed, employment will drop and unemployment will rise (See Knoester, 
1983; Knoester and van der Windt, 1987). All problems which arise from population 
ageing are aggravated by reduced economic growth. Lower growth rates make it more 
difficult to secure jobs and to finance social security systems. Demographic trends will, 
moreover, have a major influence on the size and composition of the labour force in 
the future (OECD, 1988c). By the end of this century, Japan and a number of 
European countries, including Austria, Belgium, Denmark, Germany, Greece, Italy, 
Luxembourg and Switzerland, are expected to show a decrease in the absolute number 
of working-age people. After the turn of the century, the projections indicate that a 
progressively larger number of countries will begin to experience shrinkage of the 
working-age population, particularly during the second and third decades. By the 
decade 2020-2030, the number of working-age people are projected to be falling in 
almost all OECD countries. The only exceptions being Australia and Turkey. Below 
it will be argued that part-time employment offers the opportunity to reintegrate these 
workers into the labour market, and, moreover, contributes to both the demand-side, 
i.e. short-term and supply-side, i.e. long-term flexibility of the labour market. The 
central issue addressed in this subsection is what role part-time employment can play 
in increasing the general labour market participation rates.2
There are considerable cross-country differences in labour force participation rates 
among youth (OECD, 1988b, pp. 56-57). Among teenage students participation rates 
are over 35% in Australia, Canada, the United States, and within Europe, in Denmark 
and the United Kingdom. They are much less in the rest of Europe, ranging from 
about 1% in Belgium, France, Italy and Luxembourg, to around 10% in Finland and 
the Netherlands. In Japan the participation rate of youth aged 15-24 is almost 8%. 
The proportion of young people who work part-time is always substantially higher for 
students than non-students. The proportion of employed teenage students working 
part-time ranges from over 90% in Canada, Denmark and the United States to just 
over 10% in Germany. For younger workers, part-time employment may be a com- 
paratively easy way of gaining entry into the labour market (See Chapter 2). It may 
also offer the opportunity to combine work with school, as seems to be the case in 
Australia, Canada, Denmark, the United Kingdom and the United States. This can 
partly explain the relatively high participation rates of youth in these countries. The 
spread of participation rates of young people across the OECD countries is wide,
1 For more details on the “Economics of Ageing” see Clark et aL, 1978; Hurd, 1989; Bös and 
Von Weizsacker, 1989.
2 The participation rate refers to the percentage of the total o f men and/or women at a certain 
age who are economically active (i.e. either having a job or seeking gainful employment).
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reflecting in part the different propensities to combine working and education (OECD, 
1991a, p. 31). A key factor for explaining cross-country differences in the labour force 
participation rate of students is the extent to which jobs, especially in the service sector, 
have been restructured as part-time and have been made available to youth attending 
school. There is a clear positive association between the level of the employment/popu- 
lation ratio among youth attending school and the proportion in part-time jobs. The 
availability of part-time jobs is one important determinant of the diffusion of work and 
study combinations among youth3 (OECD, 1988b, pp. 56-58). Gradual entrance into 
the labour force may lengthen the active life. Thus, related to the growth in the labour 
force participation among the youth there is a considerable potential if the ratio 
currendy prevailing in North America and Denmark could be approached by other 
European countries and Japan.
There may be considerable potential for growth of the female labour force if the 
ratio currendy prevailing in Sweden could be approached in other OECD countries. 
As was seen in Chapter 7, the total and female labour force participation rate and the 
employment/population ratio in Sweden are the highest in the World. This result has 
been due in large measure to its active labour market policy. Also the Swedish tax 
structure encourages high (part-time) female labour force participation, in that married 
women working part-time are treated most favourably. Other facilities like (part-time) 
parental leave, child care and gradual retirement also contribute to the (female) labour 
force participation rate. The workers’ right to paid part-time parental leave is part of 
the reason why part-time employment can be considered a “normal” element in all 
types of jobs. In Sweden the switch part-time to full-time work is easy. In Europe, a 
considerable part of the female part-time workers would have to leave the labour force 
if part-time employment opportunities were not available any more. Moreover, the 
international evidence presented in Chapter 2 and the regression analysis in Chapter 
6 show a significant relationship between the overall female participation rate and the 
rates of part-time employment. From this it may be concluded that the development 
of part-time work contributed significantly to increase the female labour market 
participation rates and the employment/population ratio of women.
Labour force participation rates of older workers vary considerably between coun­
tries. Moreover, there are differences between the 55-59, the 60-64 and the 65 and 
over age group as well as between men and women (OECD, 1988b, pp. 63-66). Older 
women still have lower participation rates than men in all three older age groups, but 
the rates are clearly converging. Japan has the highest male participation rate in all 
three age groups, followed by Norway. Related to the 55-59 age group the male 
participation rate is over 80% in Japan, Norway and Sweden and just under 80% in 
Germany, the United Kingdom and the United States and just over 60% in Finland 
and the Netherlands. For females it is the highest in Sweden (over 70%), followed by 
Norway and Japan (over 60%) and is the lowest in the Netherlands preceded by Spain 
(less than 20%). In Japan and Norway over 70% of the males aged 60-64 are in the
3 In Belgium, France, Germany and Portugal, the proportion of unemployed teenage students 
looking for part-time work is less than 10%, in the Netherlands and the United Kingdom it is 
around 50%, in Denmark over 60% and in the United States over 90%. In Japan 75% o f the 
unemployed students aged 15-24 are looking for a part-time job (OECD, 1988b, p. 61).
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labour force. The Netherlands (less than 20%), followed by France, Finland and 
Germany (about 30%) have the lowest participation rate. For the women in this age 
group, at below 10%, the participation rates are lowest in the Netherlands and Italy, 
followed by Germany. Concerning males in the age group 65 and over in Japan just 
over one third are still in the labour force, followed by Norway (about 20%). Male 
labour force activity is rapidly disappearing in France, Germany, Portugal, Spain, the 
Netherlands and the United Kingdom. Japan and Norway are the only countries where 
more than 10% of the women in this age group remain active. In countries like the 
Netherlands, Spain, France and Germany it is approaching zero. Clark and Anker 
(1990) fbund that European nations have lower participation rates for older men than 
other regions. For older women, European countries and the Islamic nations of North 
Africa have the lowest reported participation rates. Average income level continues to 
have a large negative and significant effect on the labour force participation of older 
men and women. Also the pension level explains high participation rates in e.g. Japan 
(See also Chapter 2).
Notably the participation rates of the 55-59 age group are affected by long-term 
unemployment, but also by early retirement programmes, while for the participation 
rates of the 60-64 age group and those aged 65 and over both the availability of 
retirement income and health factors are important. Part-time employment could be 
used to reduce the number of early leavers and to ease the financial problems. The 
part-time early leavers remain working, produce goods and services and pay taxes and 
social security premiums. It may be used to overcome the problems of productivity 
and/or investment Iosses due to older workers leaving the firm. The introduction of 
phased retirement could be used as an instrument for lengthening working life. If 
working life is expanded then the retraining of older workers will become more 
attractive, because investment in human capital can be amortised over a longer period 
(See Chapter 3). Moreover, the number of people drawing benefits will decrease. As 
has been shown in Chapter 5, the experience shows that gradual retirement is used to 
avoid dismissals and in part replaces the full early retirement. It may also very well 
contribute to the reduction of unemployment by redistributing labour.
In addition to early retirement, disability is also one of the causes for early termina- 
tion of an active career. Due to the ageing of the labour force the number of disabled 
persons will increase in. The promotion of part-time work can contribute to the 
integration of disabled workers into open employment. The introduction of part-time 
work is also preventive. It offers older workers the opportunity to retain their jobs. The 
risk of becoming disabled reduces significantly. Among the present disabled many would 
be willing and able to accept a (part-time) job if a suitable job was available. Empirical 
research in Europe, Japan and the United States shows that gradual retirement increases 
the labour utilisation rate and hence effective labour supply (See Chapter 4). Deferred 
pension receipt is very Iimited. The high proportion of part-time employment among 
older workers in the OECD, notably those aged 65 years and over (See Chapter 2, 
Table 2.4), may illustrate that part-time employment supplies a need and offers the 
opportunity to remain in the workforce; suggesting a positive relationship between part­
time employment and labour force participation rates of older workers.
Part-time employment is often exclusively associated with female employment. That 
is why the promotion of part-time work is expected only to have a positive effect on 
the female labour force participation rate. Table 8.1 presents calculations testing the
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correlation between shares of part-timers and labour force participation rates, using data 
of 21 OECD countries (Not induded are Iceland, New Zealand and Switzerland). 
From these calculations a number of important condusions can be drawn. Firsdy, as 
expected, more women working part-time encourages higher female participation rates. 
Secondly, a higher share of men working part-time encourages male participation rates. 
So, there is a significant positive correlation between the share of part-time employment 
in total employment and the total labour market participation rate. Thirdly, the 
coëfficiënt for males is higher than for females, implying that the promotion of part­
time employment will have a stronger impact on the participation rates of men than 
of women. From this it may be concluded that the promotion of part-time employ­
ment will encourage higher female, male and total participation rates.
Part-time work is considered to reduce the volume of hours worked, and thus to 
reduce effective labour supply. However, the total volume of labour supply is a combi- 
nation of number of persons working, the number of hours worked and the number 
of years worked. It may very well be that an expansion of the volume of part-time work 
will offer an employee the material conditions to participate in the labour process and/or 
to work (longer) more years. In that case the net impact on labour supply will be posi­
tive. It may be concluded that part-time work contributes to the increase in the labour 
market participation rates of certain groups, notably of young people attending school, 
of married women with dependent children, of disabled people, and of older workers. 
Another conclusion that can be drawn is that part-time employment also has a positive 
impact on the utilisation of the available labour potential. Part-time employment reduces 
the volume of (hidden) unemployment, sick leave, full early retirement, as well as the 
number of full disability claims and offers older workers the opportunity to remain 
working beyond the age of 65 years. From international evidence presented in Chapters 
3 it was concluded that part-time work has a significant positive effect on the productiv- 
ity of the active labour force. The regression results in Chapter 6 support this for 
Belgium, while for small part-time jobs a negative relation was found in the United 
Kingdom. So, the promotion of secure and large part-time jobs may ameliorate the 
utilisation of the potential labour supply in a country, it broadens the base for financing 
social expenditures and at the same time reduces the number of benefits drawn.
Table 8.1 Ordinary Least Square Estimates of correlation between share o f part-time 
employment and labour participation rate (total, males and females) (depend­
ent variable) in 1990 (1989) (21 OECD countries/
Share of part-timers Constant R-squared
Females 0.41 47.06 0.22
(2.3) (8.5)
Males 0.68 78.28 0.19
(2.2) (36.6)
Total 0.54 62.66 0.34
(3.1) (21.5)
* J-statistics in parentheses. 
Source: Delsen (1993b).
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8.4.2 Part-time and Temporary Employment and Labour Market Flexibility 
A high share of part-time employment in total employment represents a measure for 
labour market flexibility, notably the supply-side, as the Swedish experience clearly 
shows for two reasons. Part-time employees may become full-time employees when 
labour demand increases or when labour supply diminishes. This shift may avoid 
shortages in certain parts of the labour market. The adjustment of labour supply (the 
number of hours worked) to labour demand is facilitated. Moreover, for employers this 
option may be less costly than the recruitment of new workers, since there are no 
hiring or training expenses. This shift may also hold in the reverse direction in as slack 
market. In the case that part-time employment is high and these workers enjoy Iegal 
protection, part-time employment will be socially acceptable, and full-time workers will 
be less reluctant to accept a part-time job. As came forward from Chapter 3, part-time 
employment is used to avoid dismissal of full-time workers (Cf. De Neubourg, 1990). 
Due to part-time employment the economic growth-employment relationship (elastic- 
ity) will be considerably higher. However, part-time employment on the other hand 
can be expected to have a dampening effect on the business cycle effect on unemploy­
ment. Economic growth will have less impact on unemployment rates and participation 
rates when existing part-time jobs are transformed into full-time jobs, instead of hiring 
additional unemployed persons. In a downturn the reverse may happen, when part­
time employment is used to avoid dismissals. The latter is certainly the case when there 
is a right-to-work part-time. But there are short-term advantages as well. Unemploy­
ment will be less measured in persons, it allows certain groups in the labour market to 
participate and to remain in employment, i.e. contributes to avoiding hysteresis in the 
labour market, as Sweden’s experience shows. Thus, the promotion of part-time 
employment increases both the short-term labour demand and the long-term labour 
supply flexibility. The regression results in Chapter 6 support the heterogenous charac- 
ter of part-time employment. No significant relationship was found between the part­
time rate and the overall employment growth.
A high share of temporary employment in total employment in a country, on the 
other hand, may rather indicate a lack of flexibility in the labour market and a bad 
personnel management policy. A high share of temporary employment suggests that 
employment may fluctuate rather easily. However, a high share of temporary work will 
be at the expense of long-term flexibility in the economy as came forward from 
Chapters 3 and 5. It results in a segmentation of the internal and external labour 
markets. But there may be short-term disadvantages as well. Apart from costs, employ­
ment will become more sensitive to the business cycle, while the contribution to 
employment growth is only marginal. The regression results in Chapter 6 support the 
procyclical, i.e. positive relationship between general employment growth and the rate 
of fixed-term employment. A high share of temporary working may also indicate an 
experienced or supposed rigidity in the labour market. It is used to bypass legal 
dismissal procedures. International evidence in Chapter 3 suggests that the use of 
temporary employment is based on ad hoc decisions and that the legal situations has 
no influence on the length of the contracts concluded. The regression results in 
Chapter 6 support our conclusion drawn in Chapter 2 that in Europe the new reasons 
for making use of fixed-term contracts can pardy explain the growth in the volume of 
these contracts in Europe. Fixed-term employment rates are higher in establishments 
where the new reasons prevail and are lower where the traditional reasons prevail.
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Evidence presented in Chapter 2 clearly shows that the majority of the part-time 
jobs in Europe, Japan and the United States is voluntary, while most temporary jobs 
are involuntary. Chapters 3 and 4 showed that, unlike temporary work, part-time work 
contributes to the humanisation of work in the sense that it enables the individual 
worker to reconcile his/her preferences concerning the number of hours to work with 
the factual hours worked. The extent of part-time work largely reflects the preferences 
of workers, accommodated by employers, rather than the other way around, while 
employers are the most important factor behind the growth of temporary working. The 
regression analysis in Chapter 6 confirms the supply-side dominance of part-time 
employment: the most significant independent variable explaining the proportions of 
part-time employment in total employment is the proportion of females in total 
employment, while the theory of the flexible firm and the other theories explaining 
internal labour market segmentation presuppose demand-side, i.e. employer dominance. 
The regression analysis also confirms the demands-side dominance of small part-time 
jobs and fixed-term employment. Supply-side influences only play a minor role. 
However, there are inter country difFerences. In Italy (a negative coëfficiënt) and the 
Netherlands (coëfficiënt higher than for part-time employment) the supply-side 
influence is strong. Promotion of part-time work is important because the number of 
part-time jobs is stagnating, and the unemployment rate, notably in EC Europe, seems 
to have stabilised at a high level. Besides this, the working-age population will continue 
to expand in many OECD countries up to the end of the century requiring substantial 
employment creation to absorb the increasing number of working age people and to 
reduce unemployment rates. Moreover, the opportunity for increasing participation 
rates may be Iimited during this period. Exceptions to this pattern include Germany, 
Italy, Japan, Austria, Belgium, Denmark and Switzerland, where the working popula­
tion should begin to shrink in the 1990s (OECD, 1988a). Calculations by the OECD 
show that contrary to the United States, Australia, Canada, Japan, Portugal and 
Sweden, in many Western European countries -  Denmark, France, Federal Republic 
of Germany, the United Kingdom, Italy, Norway, Spain, Ireland and the Netherlands
-  the employment growth will be insufficiënt to reduce the unemployment in the long 
run (OECD, 1989, pp. 19-20). A redistribution of employment remains a relevant 
policy option in this respect.
The ageing of the labour force will cause bottlenecks in the provision of personnel, 
and even now, shortages already exist for certain parts of the labour market. This is 
certainly the case in Japan and in various European countries, including Germany, the 
Netherlands and in the United Kingdom and in the United States. Part-time employ­
ment plays a role here. The ageing of the labour force will demand that in the future, 
older workers remain in service for as long as possible and with the requisite level of 
productivity. Part-time work can offer, in many cases, a good solution to the problems 
associated with the functioning of older and disabled workers. Job-sharing may be or 
become important related to gradual retirement. The increasing labour market partici­
pation of (married) women, resulting in a rising demand for part-time jobs, also 
implies that (in the future) the promotion of part-time work will become relevant 
(again). The increased supply of part-time labour offered by the partially disabled will 
make part-time jobs more desirable, and will help to avoid future unemployment. 
Evidence in Europe and the United States shows that part-time workers are usually 
overqualified for the job they perform and thus can be trained relatively easily for a
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more demanding job. The organisation will benefit from the creation of a reserve of 
potential managers at a time when most organisations will experience a shortage 
(Nollen et aL, 1978; Deuterman and Brown, 1978; Delsen, 1986a; Demenint-De 
Jongh, 1989). Taking into account the dghtening of the labour markets, the “tap” 
motive will prevail for introducing part-time employment. From previous chapters it 
may be concluded that the potential benefits of part-time employment for organisa­
tions, workers and society will more than offset the difficulties and costs involved. 
There is a common interest between trade unions, employers and governments in 
promoting secure part-time work.
8.4.3 Policy Proposals to Promote Part-time Employment
In Chapter 6 it was concluded that there is a considerable potential for the expansion 
of part-time employment, while for small part-time jobs and fïxed-term employment 
the potential is limited by negative economic and organisational consequences. Also in 
Chapter 3 it was concluded that the potential for expansions of temporary employment 
is limited, because in short-term periods only a limited know-how can be obtained. An 
important reason for employers to prefer fïxed-term contracts over agency labour is the 
longer duration permitting on-the-job training. However, know-how is of increasing 
importance in the process of technicai improvement of production. In fact it is the 
limited duration and the high turnover that is the main explaining factor behind 
temporary jobs and flexible part-time jobs not being cost-effective: training results in 
a cost and not an investment. Fixed-term labour contracts may therefbre well be 
concentrated on the initial stages of a career and from the entrepreneurial point of view 
may seem to be more suitable in principle for less skilled labour than for skilled labour. 
This is only confirmed for Spain and the Netherlands by the regression results in 
Chapter 6. For the United Kingdom a positive relationship was found, contrary to 
what the human Capital theory predicts. For short duration fixed-term contracts, the 
coëfficiënt of the average qualification level is higher than for fixed-term jobs in 
general. Thereby those employees are burdened with additional insecurity who in any 
event have to bear a large proportion of the risks in the labour market. Moreover, the 
wage for temporary contracts may be high, to compensate the risk-averse workers. 
Numerical flexibility not only has short-term disadvantages, it also has long-term 
disadvantages. A substitution of functional flexibility for numerical flexibility is impor­
tant, and will become more important taking into account technological and demo- 
graphic developments and the globalisation of the economies. Chapter 3 showed that 
full-time workers and regular part-time workers are core employees, while hourly part­
time workers are contingent workers. This illustrates both the heterogeneity of part­
time employment and the intermediate position permanent part-time employment can 
play between permanent full-time and flexible labour, i.e. connecting short-term 
numerical and long-term functional flexibility, by combining the advantages of both 
forms of flexibility and excluding their disadvantages. Part-time employment enables 
the employers to vary the number of hours worked, and temporary employment 
enables them to vary the number of personnel employed. A part-time work force 
extends the organisation’s flexibility to meet fluctuations in work demands without 
hiring temporary employees, who may be unfamiliar with the job, or to extending 
hours of overtime, which are costly to the organisation and exhausting for full-time
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employees.4 Employers should adopt part-time employment. It fits changes in the 
labour force in the next ten years (less youth, more women and more older workers) 
and it avoids bottlenecks in the provision of personnel. As came forward from Chapter 
6 related to part-time employment hourly costs advantages are a significant determi­
nant, while related to the rate of temporary employment hourly cost advantages are 
only significant for Germany and Ireland. For short duration fixed-term contracts the 
business economic advantages are not significant. Moreover, in the United Kingdom 
and the Netherlands, the business economic advantages decrease with the temporary 
rate.
In Chapter 3 it has been argued that the promotion of permanent part-time work 
may result in a reduction of the volume of involuntary, insecure and undesirable 
temporary work for they satisfy the same wants at company level, that is the reduction 
of costs and a greater flexibility of the organisation. Contrary to the proposition of the 
theory of the flexible firm, temporary workers and part-time workers are considered to 
some extent to be substitutes. International evidence presented in Chapter 3 indeed 
shows that part-time and temporary work are to some extent substitutes. Also the 
calculated correlation coefficients in Chapter 6 support our hypothesis that permanent 
part-time employment and fixed-term employment are substitutes. International 
evidence, presented in Chapter 3, moreover, shows that where part-time work is 
introduced the benefits outweigh the costs, while temporary work may very well be 
counter-productive. These negative impacts of temporary labour are to be found in four 
areas: efficiency, internal stability, the quality of the final products and the costs. 
Intensive use of temporary workers may disguise the malfunctioning of a personnel 
department, notably in the area of personnel planning and recruitment. Flexible labour 
is not cost-effective. The regression analyses in Chapter 6 support that small part-time 
and temporary jobs are not always cost-effective.
The number of part-time jobs available is limited. To a Iarge extent this is the result 
of employers’ policy towards part-time employment. In Chapter 3 it was concluded 
that employers are reluctant to introducé or extend part-time work because of the 
expected high latency of preference of part-time working among full-time personnel 
and the expected organisational problems. Firms’ policy towards part-time work is 
restrictive. Also job-sharing has generally been introduced in a reactive fashion respond- 
ing to internal labour market pressure from employees wishing to work part-time, or 
unable to continue to work full-time. From the experiences with part-time early 
retirement it may be concluded that the potential benefit, for workers, organisations 
and society will more than offset the difficulties and costs involved. The failure of 
various gradual retirement schemes in Europe can pardy be attributed to the lack of 
social consensus on its advantages. The arguments of employers against gradual 
retirement are, in principle, identical to those against part-time work: a job cannot be 
“split”, organisational problems, lack of acceptance by managers, impossibility of 
finding a “twin”. As came forward from Chapter 6, the part-time rate is inversely
4 However, Chapter 6 showed no positive relationship between the rates o f part-time and 
fixed-term employment and the variability o f the product demand. For the fixed-term rate even 
a negative relationship was found. Hence, changes in the workload are covered by other measures, 
e.g. overtime or agency workers.
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related to the qualifïcation level. However, practice presented in Chapter 3 shows that 
many more functions can be filled by part-time workers than is now the case, and that 
in the individual cases, flexible “splitting” possibilities can be found even for jobs that 
are considered "unsplittable” e.g. management functions. International evidence 
presented in the Chapters 3, 4 and 6, moreover, suggests that there exists an untapped 
demand as well as supply potential of part-time employment in the OECD countries. 
Apart from employers’ policy also opposition from the insiders explains the limited 
recourse to part-time employment.
How to promote part-time employment? In our opinion one should not aim at 
part-time work being a permanent status for certain employees, for that will result in 
more segmentation of the labour market. Governments should aim at the opportunity 
of part-time working for as many workers at a certain moment in their active working 
life. It is not part-time work itself which needs encouraging, but the form it takes. 
Regular part-time work and part-time jobs of a minimum size are to be preferred. If 
governments continue to choose the “easy” option of promoting low paid part-time 
work with poor employment rights, then the kind of people drawn into part-time work 
are unlikely to be the registered unemployed. Governments would do better to elevate 
the conditions and rights of part-time workers so that in the long-term it would 
become a more viable option -  for the employed as well as the unemployed. The gap 
between full-time work with its attendant rights and benefits, and part-time work needs 
to be narrowed. The “second class” stigma attached to much part-time work needs to 
be removed if real options are to be opened up. In practice this has to imply that full­
time and part-time work become fully integrated: a right to shift from full-time to part­
time within the same job, and visa versa, without loss of status, continuity and (pro 
rata) rights or access to training and promotion. Up to now part-time employment has 
been almost exdusively a female phenomenon, concentrated in lower functions within 
the service sector. Most of these are dead-end jobs. That is why means should be found 
to improve the legal status of part-time workers and to introducé part-time work in 
male professions, in other sectors of industry and in other (higher) functions. In 
Chapter 5 it has been argued that the opportunities for governments in the OECD to 
promote part-time employment still are considerable. Notably the institutional promo­
tion of part-time employment offers opportunities, i.e. structural measures are more 
effective than temporary measures. Relevant policy options are offering organisational 
support to enterprises, extension of job security towards atypical employment, notably 
the marginal jobs, promotion of secure part-time jobs and job-sharing. The latter form 
of part-time work will become an important factor in relation to gradual early or 
deferred retirement. Other options are separate income tax systems to replace joint 
taxation; thresholds in contributions and high progressive tax rates and the abolition 
of ceilings to the social security contribution and flat-rate contributions, for they 
discourage the substitution of earnings of one partner for the earnings of the other; 
gradual retirement schemes, allowing both early and deferred full and partial retirement, 
financed by funding to replace the pay-as-you-go pension and early retirement schemes 
in order to make the pension portable and retirement more flexible; a right to part­
time employment; quota systems for various marginal groups in the labour market. 
Also child care provisions and part-time parental leave may significandy contribute to 
the promotion of part-time work and the redistribution of employment. Governments 
could also make part-time employment fïnancially more attractive by a structural
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subsidy to the employer, for every employee he hires, independent of the number of 
hours worked, creating an incentive to distribute the available work over as many 
workers, at a given labour volume in hours and a given hourly wage rate. From the 
empirical evidence presented in the Chapters 2 (Netherlands being the norm), as well 
as the empirical research in Chapter 6 it can be concluded that there still is consider- 
able potential for the promotion of part-time employment, taking into account that in 
some countries more than half of all employers do not use part-time employment. 
Stimulation of part-time employment would be most effective in segments of the 
labour market where the proportion of part-time employment is low: manufacturing, 
building and transport.
Equal treatment of part-time and full-time work is a condition sine qua non for 
part-time work to be used as a means to redistribute the volume of available work more 
equally. This equal treatment relates to the policy in the enterprises, the working 
conditions, as well as to the system of social security. Up to now, despite the various 
policies in the OECD countries to improve the position of part-time employees, these 
three are mainly oriented towards full-time workers and part-time work still is con- 
sidered to be marginal. The disadvantages resulting from this is an important hindrance 
for the individual employee to switch to part-time work voluntarily. The impediments 
can be taken away by paying more attention to part-time work in collective agreements, 
in the social security system, in labour law, in pension schemes etc. Prorated benefits 
and transportable pensions increase the flexibility of the social security system. Also 
fiirther individualisadon of the social security system is an option here. A reduction of 
the part-time/full-time wage differentials will be efficiency enhancing. Governments 
may clear the decks by recognising the legal right to part-time work and by setting an 
example in their capacity as employer. The right to part-time work will spread and thus 
promote its acceptance. Also, governments can advise trade unions and employers’ 
organisations on the conclusion of collective agreements dealing with atypical work 
Improvement of the legal status of the part-time worker by adjusting social security 
schemes and labour law will often also have a direct effect on the legal status of other 
atypical employment contracts. Legal protection of atypical employment will notably 
influence the position of women. Stricter legal regulations concerning precarious 
employment can moreover play a role in the struggle against the tendency to consider 
female to be “accidental employment”.
Trade unions advocate prohibition of contract work or other kinds of temporary 
work. But this ban may lead to a shift from legal to illegal forms of work. In our 
opinion the trade union policy should be an active and positive one. The active promo­
tion of certain forms of part-time working may constitute such a policy. The promotion 
of part-time employment may be used as a policy to organise the new (female) entrants 
to the labour market. In Chapter 4 it was concluded that stable and secure part-time 
employment provide for a need of a considerable part of labour force and may contribute 
to the same extent as general working time reduction to the reduction of unemployment. 
Trade unions could draw up a catalogue of demands concerning the legal aspects of job 
security and social insurance entitlements which must be met if part-time work is to 
be recognised as a real alternative to full-time work. This catalogue would include 
amongst other things promotion aspects, protection against dismissal, pension and 
unemployment entitlements. Trade unions could examine the possibilities of creating 
different types of part-time jobs, particularly jobs with average weekly working hours
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of around 30 hours. For example, in the Netherlands the largest industrial trade union 
that opposed part-time employment until recendy, is now campaigning for large part­
time jobs as a means to redistribute employment and increase employees’ choice of work 
opdons. Trade unions could also encourage feasibility studies on part-dme work and 
agree on target figures, i.e. proportions of part-time employment in workforce. Also job- 
sharing, with the joint possession of all employment rights and benefits, represents a 
usefixl model. Job-sharing arrangements may be seen as permanent part-time work. A 
wider acceptance of job-sharing arrangements would also help to bridge the existing gap 
between the labour market for fidl-time employees and the one for part-time employees. 
By making flexible arrangements more ‘normal’, particularly with the backing of worker 
representadves, they would become valid alternatives to a full-time job and not be treated 
differendy on the labour market.
Unknown, unloved. Employers as well as the full-time employees overestimate the 
disadvantages and underestimate the advantages of part-time work. Part-time workers 
are considered to be marginal in ability, attitude and commitment to the organisation, 
and hence second class, limiting its expansion. In Chapter 3 it is tried to dispel some 
of these notions through a presentation and discussion of the available data in Europe, 
the United States and Japan. Part-time employment may be promoted by starting up 
feasibility studies, based on management and employees interviews as well as on 
function technical analysis. Resistance against part-time work is seldom based on 
experience. Another important conclusion from Chapter 3 was that part-time work is 
in principle possible at every function level. For the potential “tough” organisational 
problems related to part-time employment a solution can almost always be found. 
These solutions include delegation, limiting the forms of part-time employment, 
written and oral reports, better planning. Moreover, the introduction of part-time 
employment and making the necessary organisational changes may increase the effi­
ciency of the organisation -  showing itself in greater flexibility and productivity 
increases. Using a checklist for tackling questions on working hours within the 
organisation along with a function analysis questionnaire, it appeared to be possible to 
analyse the problems relating to changing working hours in a relatively short time, and 
include both the functional and organisational level. More attention should be paid to 
the process of introducing change because of psychological resistance. Part-time 
employment may also be promoted by starting up feasibility studies, based on manage­
ment and employees interviews as well as on function technical analysis (Delsen and 
Quanjel, 1992). A policy at firm level, known to all, is essential to remove the existing 
opposition. The absence of a well-considered part-time work policy is one of the 
reasons why part-time work is still a marginal and secondary phenomenon within the 
enterprises. The resistance is mainly located at the managers level (Delsen, 1986a). The 
management has to convince itself of the workers’ right-to-work part-time and of the 
advantages of part-time work for the organisation. Management has to inform itself 
thoroughly about all aspects of part-time work. All persons concerned need to be 
informed about the policy intention. It is of importance that organisations like the 
works council and the trade unions are drawn into policy preparation at an early stage. 
Possibly a guidance commission may be established in which experts and representatives 
of the different parties involved are seated, to prepare the action plan.
O f crucial importance is that the atypical job arrangements are not used to exploit 
the stronger bargaining positions of the employer, particularly in the light of high
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unemployment rates. A large role would have to be planned by the works councils or 
other forms of worker representation who could negotiate with management on the 
options and possibilities available. Legal instruments to support persons working 
unusual working hours would be advisable to strengthen working time arrangements 
which up to now are dominated by individual contracts between employee and 
management. With legal backing, where necessary, works councils could discuss the 
reorganisation of working time including the possible commitment of the employer to 
recruit new staff for jobs which have been (partially) released.
8.5 BA SIC  E M P LO Y M EN T  A N D  BA SIC  IN C O M E
A major challenge for labour market policy in the OECD Member Countries for the 
1990s and beyond, is to increase labour force participation rates. The latter requires 
employment growth, for else, it shifts the present and future labour market problems 
fully to those not active in gainful employment. Moreover, employment growth is 
necessary to earn back the investments in human capital. Although nearly all social 
groups agree that stronger economic growth would contribute most towards solving the 
unemployment problem, the prospects for a return to the conditions prevailing before 
1973 are poor. The important aim of economic policy — full employment — needs a 
revision, taking into account a number of demand and supply-side developments in the 
labour market. Up till now the concept of full employment mainly refers to full-time 
and fidl-year wage employment. It is the latter that still is the Standard in business and 
industry as well as within labour law, collective bargaining and social security. How­
ever, taking into account the limits to economic and employment growth5, full- 
employment in the old sense will not be feasible in the future, in spite of a reduction 
in the number of young people entering the labour market, the increased productivity 
and the substitution by capital of labour.6 Moreover, important changes in the labour 
supply as well as on the demand-side of the labour market are taking place away from 
this full-time, full-year concept. At least part-time employment -  part day, part week, 
part month and/or part year -  should be the new norm. The old full-time full employ­
ment concept resulted in a permanent exclusion of certain groups in the labour market: 
those receiving social benefits, young students, mothers with children, disabled workers 
and older workers (Cf. OECD, 1991b). Based on the efïiciency-equality trade-off, it
5 There are many reasons for the lower rates o f economic growth per capita (Bös and Von 
Weizsacker, 1989; Clark et aL, 1978). A general saturation which expresses itself in both lower 
fertility and lower economic growth; the increasing awareness of environmental problems; reduced 
population growth will lead to lower rates of growth of the national income per capita; lower 
consumption leads to lower investment and by a negative acceleration principle economic growth 
per capita is reduced. Much of the expenditure on children is in the form of investment in human 
capital. Thus, a reallocation of resources towards older dependents may lower the future rate of 
economic growth. Demographic developments may also cause bottlenecks for economic growth; 
the decreasing natural growth rate in the labour force implies physical upper limits for the pace 
of growth in employment and production.
6 Moreover, one can also question the political aim o f full employment, for do we still all want 
a full-time job, or are we satisfied with a part-time job?
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created hysteresis in the labour market, reduced effective labour supply and resulted in 
segmented labour markets, representing a valuable production capacity that is wasted. 
A new full employment concept is needed, based on the complementarity of equality 
and efficiency, that fits the desire to increase labour market participadon rates, i.e. to 
improve the labour utilisation rates and that contributes, not hampers, the flexibility 
of the labour market. This concept could very well be part-time employment -  a 
minimum amount of employment — for all people in the work force, i.e. high employ- 
ment/populations rates, guaranteed by the governments (Cf. Giarini and Stahel, 1993, 
p. 140). Hence, in the new governmental policy of full employment at least a part-time 
jobs is guaranteed. Also the notion of unemployment is defined in relation to this basic 
amount of part-time employment. A legal right to part-time employment could be a 
first step into this direction. The public sector acts as the employer of last resort.
The provision of a basic, at least part-time, employment for the individual has advan- 
tages for the workers, the enterprises and the society as a whole. For the workers there 
is the ability to participate economically and socially; exclusion is avoided. It also is econ- 
omically efficient. It contributes to a higher labour market participation rate, to a higher 
employment/population ratio and hence to a better utilisation of available labour resour­
ces. Productivity will increase and absenteeism will fall. Less financial resources are 
needed for those excluded under the old full employment concept. The tax burden and 
labour costs will decrease, generating employment. The right-to-work remains upright 
as it is contained in the United Nations’ Universal Declaration of the Rights of Men.
This basic employment right could then be combined with a basic income, made 
available to all by the state. The provision of a guaranteed basic income for the 
individual has advantages for the workers, the enterprises and the society as a whole 
(Standing, 1986; Bosworth and Wilson, 1987; De Beer, 1989; Giarini and Stahel, 
1993). From an economic point of view the basic income gives workers more control 
over hours worked and implies a right to economic independency. It gives individual 
workers some bargain leverage. The uncoupling of some benefits from an occupational 
activity would have a positive effect on the social protection of the atypical employee. 
In fect it promotes atypical employment, i.e. part-time employment and on-the-job 
training, for by reducing the basic income from the wage costs, an incentive is created 
to distribute the available work. Moreover, the basic income implies for those on 
flexible employment contracts that they are assured of a minimum income and hence 
are in a stronger position to demand certain requirements related to work, i.e. pay and 
working conditions. It, moreover, gives more flexibility to older employees with regard 
to the time and the extent of retirement. It leads to a sexual redivision of work, 
encourages more men to work part-time, and could also improve the situation of those 
caught in “unemployment traps” (by taking a job they lose benefits that are more or 
only a little less than the wage income they would earn). The basic income frees people 
from the compulsion to accept disagreeable and monotonous work, but would also 
create low incentives to work and potential exclusion from the labour market. How­
ever, it can also be argued that the basic income will not reduce the financial incentive 
for the unemployed to look for work.7 For the lower paid and the long-term unem-
7 Note that the basic income is not intended to replace earnings, but to provide a realistic 
framework for those for whom earnings are not sufficiënt, a framework which provides security
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ployed it may be a help to be freed from the “poverty trap”8 (resulting from the fact 
that working harder for more income they end up worse off because they lose benefits), 
because even a small bad paid job is always financially advantageous (Walter, 1989, p. 
51). The actual tax on earnings and the marginal tax on extra earning would go down 
for a significant segment of the population, notably the low paid currently in the 
poverty trap, thus raising the incentive to work; at the same time marginal and 
especially average tax rates would go up for certain other groups (Walter, 1989, p. 49). 
It provides direct incentives for working to supplement the basic income. However, the 
formal duty to look for work will be abolished. Related to those in employment the 
basic income may imply a negative impact on mobility. For the low paid the basic 
income constitutes a considerable part of the total income. So a change of job will be 
less advantageous. However, research shows that the availability of an attractive job is 
more important for the mobility of workers, than an income improvement. Moreover, 
another advantage of a basic income is that the income risk of job changes will be 
reduced and hence promotes job mobility (Wilson and Bosworth, 1987, p. 120; De 
Beer, 1989, p. 189). Moreover, deregulation and flexibilisation are motivated by 
referring to unevenly heavy burden of existing regulation on the small and medium 
sized firms, the latter being considered an important and fundamental source for fiiture 
employment growth in the OECD countries. The basic income encourages risk-taking 
and innovation by individuals. It not only contributes to a more flexible labour market, 
it also implies an incentive for labour intensive activities and for self-employed 
entrepreneurship, encouraging the setting up of small businesses. The present subsidies 
to start up small enterprises could be removed and unfair competition avoided, 
resulting in more government revenues (Dekkers and Nooteboom, 1988, pp. 52-54; 
Walter, 1989, p. 51; Giarini and Stahel, 1993, pp. 115-116).
From an economic point of view the basic income gives employers more opportun- 
ities to adjust wages and employment conditions to reflect labour market conditions. 
The basic income enables the employers to adapt the use of labour more quickly, 
because of lesser resistance of the employees than in the case of a threat of their income 
security. It makes various forms of working time reduction, including part-time work, 
parental and educational leave and gradual retirement more attractive, because the basic 
income is not reduced. Moreover, the present retirement age (still 65 in most countries) 
loses its importance and the distinction between before and after 65 vanishes. So it 
makes collective as well as individual working time reduction financially more attrac­
tive, notably for the lower paid. Within the systems of social security the basic income 
would replace all benefits up to the minimum level. Through this the systems could 
be simplified. The personal allowance is replaced by a tax credit. Tax is levied on all 
earnings, and the basic income deducted from the tax bill, or is paid in cash to non- 
earners. Moreover, the basic income could replace work cum training projects, wage
while at the same time rewarding earning and could well go hand in hand with employment 
creation, education and the training programmes (Walter, 1989, p. 72).
8 Both the poverty and the unemployment trap resulting from means-tested social security 
causes people to remain outside the labour force or in unemployment. The latter is not taken into 
account by those pushing for more conditions for the right to benefit as a means of cutting public 
expenditure (Standing, 1989, pp. 56-57).
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cost subsidies and working with an unemployment benefit. The distinction between 
real and unreal jobs disappears. Crowding out or substitution of regular employment 
will be absent. Looking for gainful employment will always be advantageous for the 
unemployed. The legal minimum wage loses its relevancy of a minimum income 
guarantee, and can be abolished as proposed by supply-side economists, contributing 
to a more flexible labour market (Wilson and Bosworth 1987, p. 120; Walter, 1989, 
p. 50; De Beer, 1989). It offers the opportunity to beneficiaries to go to work below 
the minimum wage level. The basic income offers the opportunity to create a consider- 
able amount of necessary new jobs at the lower level, at a salary below the social 
minimum, while safeguarding a social minimum Standard. However, this positive 
employment impact will only occur when the tax burden does not increase. The basic 
income encourages individuals to earn additional taxable income, and some of the 
informal activities become tax paying formal activities. Black and grey labour is 
discouraged.
By removing the subsistence level from wages, employers, employees and trade 
unions will be able to negotiate freely. The price of labour will have no minimum. 
Unemployment will be abolished. The very concept of unemployment will cease to 
have a meaning. Not only hours worked in the week, but also hours worked in a 
lifetime, will become more flexible. With a basic income, official ages of retirement and 
for leaving school could be abolished. It becomes easier to modernise industry, for 
workers would be less concerned to preserve outmoded jobs. So, not only would wage 
levels be freed from current restraints, but so would hours of work, dates of entry and 
departure from the labour market, and plant modernisation (Walter, 1989, pp. 99- 
101).
A basic income is often considered to be too expensive. An essential question in 
relation to the basic income is who pays and the level of the basic income. A financially 
viable basic income scheme has to be supplemented, topped up, by other earnings 
(Walter, 1989, p. 40). The universal grant has to be low enough to leave sufficiënt 
incentives to work in a paid job, and high enough to offer a much larger individual 
freedom of choice. It offers the opportunity to free people for the development of all 
kinds of useful activities for society. For example, a universal grant, at the social 
assistance level for a single non-house holder, sufficiënt to meet the basic needs of those 
excluded from the labour force by old age or disability, and less than sufficiënt for 
everyone else. They will have to top it up by earnings, help from family members, 
unearned income or state assistance with housing costs. Finance can be found in the 
reduction and abolition of government subsidies, the abolition of the full social security 
system, increased indirect taxes, increase of direct taxes, a special mark up and levying 
on capital (Bosworth and Wilson, 1987, p. 120). It may be financed by taxes based on 
value added instead of labour, implying an incentive for employment growth. Calcula- 
tions for the United Kingdom show that the example mentioned above could be 
funded by the taxes paid on earnings in 1985 (See Walter, 1989, p. 40). In fact, a 
basic income offers the opportunity to reduce the marginal tax rates. Estimates in the 
Netherlands show that a fully individualised basic income for all adults9 -  equal to the
9 Negative income tax only gives money to poor households, and is gradually reduced when 
the household’s income rises, while basic income can never be withdrawn.
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level of purchasing power of the 1990 benefit for a single person — to replace the 
present social security system is fmanceable. The marginal tax wedge may even go 
down by 5%-points (Central Planning Bureau, 1992). The introduction of a basic 
income is the recognition that societies are not in the position to provide everybody 
with a paid full-time job. It also implies the end of the right-to-work and the abolition 
of the obligation to look for work. However, those who are unwilling — unless 
incapable to perform a part-time job due mental or physical impairment -  to accept 
a part-time job will loose their entitlements to a basic income. The right to basic part­
time employment and the requirement to work part-time, the carrot and the stick, 
could make a basic income even more feasible. In fact basic employment and basic 
income are complements, i.e. two sides of the same coin. A basic employment and 
income right can be conceived as an initiative towards a more active labour market 
policy, or as an improvement of the position of those excluded under the present social 
security and full employment system. Full employment again is within reach.
8.6 A RESEA R C H  A G EN D A
The aim of this international comparative research has been two fold: on the one hand 
to find out differences between countries in relation to the policy and behaviour 
towards atypical employment relations and on the other to illustrate similar processes, 
although certain variables, e.g. country specific situations, differ. In this sense interna­
tional comparative research may be informative and contributes to innovative policy 
changes of supranational and international organisations, of national governments as 
well as to social partners. Moreover, it will help scientific discussions (including the 
design of a cross-national survey and case study research) with better points of depar- 
ture. A condition sine qua non for achieving this important goal is improvement of the 
comparability of international data on atypical employment and additional research is 
needed on the impact of atypical employment on short-term as well as Iong-term 
economic and labour market performance. In Chapter 6 a first try has been presented 
of scientific international comparative research on part-time and fixed-term employ­
ment.
Comparative observations of the shapes of national labour markets are at the base 
of every comparative analysis. Research at the micro, i.e. enterprise and establishment 
level could be of more importance and more informative than research at the macro 
level, while it, moreover, may well underpin macro similarities as well as differences. 
Notably case studies of selected enterprises in an international comparative context — 
stressing the financial, technological and organisational context within which employ­
ment relations and occupational structures have evolved — could contribute to this. 
These case-studies may illuminate features of the labour market which cannot be 
revealed by the analysis of international or harmonised national data (Lindley, 1987, 
p. 65). Moreover, more research is needed in the field of deregulation and employment 
performance. More research is also needed on the complementarity of numerical, 
functional flexibility and wage flexibility. Notably the long-term consequences need 
more attention. It is the latter that is emphasised in supply-side measures including 
training. Data in this field are lacking, both at national level and certainly at a com­
parative international level. Of interest is the question of the robustness of the
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substitutability of permanent part-time and temporary employment. This could best 
be met by microeconomic research based on long-term following of specific enterprises 
and/or establishments. Longitudinal surveys of firms could provide in this lack. Another 
subject for future research is the individual and collective (i.e. industrial relations) 
implications of possible changes in legislation on employment protection as well as the 
impact — both in theoretical and empirical terms — of employment security on the 
wages and wage flexibility, and hence on the level of employment and unemployment. 
Also more research is needed on the interaction between economic institutions and 
economic performance. Three other areas of future research should be the cost-effec- 
tiveness of labour market policies, the relationship between active programmes and 
wage determination, and the impact of social security system on the incentive to search 
for gainfiil employment. Finally, more research is needed on the fïnancial implications, 
i.e. the cost-effectiveness of basic employment and basic income.
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Samenvatting in het Nederlands
(Summary in Dutch)
In Hoofdstuk 1 van deze dissertatie wordt het onderzoek afgebakend en worden het 
doel en de structuur van de studie weergegeven. Het realiseren van de allocatie- en de 
verdelingsdoelstelling van sociaal-economisch beleid wordt bepaald door de inhoud en 
institutionele vormgeving van dit beleid. Om te komen tot een optimale mix van beleid 
en instituties, dienen vier beslissingen simultaan genomen te worden: decentrale of 
xentrale loononderhandelingen, deregulering of regulering, passief of actief arbeids­
marktbeleid en numerieke of functionele flexibiliteit. Om goed gefundeerde beslissingen 
te kunnen nemen wordt in deze studie de relatie tussen atypische arbeid, arbeidsverhou­
dingen en het functioneren van de arbeidsmarkt geanalyseerd vanuit een comparatief 
internationaal perspectief. Atypische arbeid -  een verzamelnaam voor arbeidsrelaties die 
qua inhoud afwijken van de gangbare arbeidsrelaties -  is een belangrijk aspect van 
arbeidsmarktflexibiliteit. Atypische arbeid wordt geacht een bijdrage te leveren aan de 
werkgelegenheidsgroei, zowel in personen als uren gemeten. De studie beperkt zich tot 
twee vormen van atypische arbeid: deeltijdarbeid en tijdelijke arbeid. Tijdelijke arbeid 
en deeltijdarbeid onderscheiden zich, evenals zelfstandige arbeid, van de overige niet- 
standaard vormen van arbeid doordat zij in het verleden, in het kader van het arbeids­
marktbeleid, door diverse overheden zijn gebruikt om het arbeidsaanbod te vergroten 
(bij een krappe arbeidsmarkt) en nu (bij een ruime arbeidsmarkt) worden gebruikt als 
instrument ter bestrijding van de hoge werkloosheid. Deeltijdarbeid is daarbij meer 
gericht op de herverdeling van arbeid, terwijl tijdelijke arbeid geacht wordt via een 
vergroting van de flexibiliteit van de arbeidsmarkt de groei te vergroten. Deze twee 
laatsten vormen bovendien de meerderheid van de flexibele arbeidscontracten en een 
deel van de overige atypische arbeidsrelaties kan worden gerangschikt onder deeltijd­
arbeid of tijdelijke arbeid.
Hoofdstuk 2 analyseert de internationale ontwikkeling in de omvang en de 
structuur van deeltijdarbeid en tijdelijke arbeid. De verschillen tussen Europa, Japan 
en de Verenigde Staten in de mate van voorkomen en de structuur van deeltijd- en 
tijdelijke arbeid worden verklaard. Met name in Europa is deeltijdarbeid snel gegroeid 
en heeft bijgedragen aan de netto werkgelegenheidsgroei sinds de eerste oliecrisis, terwijl 
gedurende de jaren tachtig een belangrijk deel van de nieuwe banen, met name in 
Europa, betrekking had op tijdelijke banen. Er is sprake van een zekere convergentie 
in de aandelen atypische arbeid tussen Europa, Japan en de Verenigde Staten. Er is 
noch een algemene tendens van deeltijdarbeid die volletijdarbeid vervangt, noch van 
tijdelijke arbeid die permanente arbeid vervangt. De groei van deeltijdarbeid en 
tijdelijke arbeid in het OESO-gebied kan worden verklaard uit dezelfde vraag- en 
aanbodfactoren. Het relatieve gewicht van deze factoren verschilt echter aanzienlijk De 
vraagzijde van de arbeidsmarkt is de belangrijkste factor achter de groei van tijdelijke 
arbeid, terwijl voor de groei van deeltijdarbeid de aanbodzijde belangrijker is. Het 
merendeel van de deeltijdbanen in Europa, Japan en de Verenigde Staten is vrijwillig,
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terwijl tijdelijke banen vooral een onvrijwillig karakter hebben. De groei van deeltijd­
arbeid is belangrijk geweest voor de werkgelegenheidsgroei van vrouwen. Halftijdbanen 
komen het meest voor. Contracten voor bepaalde duur zijn de belangrijkste vorm van 
tijdelijke arbeid. De meeste deeltijdbanen bevinden zich in de dienstensector, terwijl 
tijdelijke arbeid gelijker over de economische sectoren verdeeld is. De groei van 
atypische arbeid is vooral het resultaat van een afname van de volletijdwerkgelegenheid 
in de industrie en een toename van reguliere deeltijdarbeid in de dienstensector, en niet 
zo zeer van een toename van tijdelijke arbeid. De omvang van deze laatste is nog steeds 
beperkt. Onder mannen, in Europa en Japan, is deeltijdarbeid vooral geconcentreerd 
onder ouderen, in de Verenigde Staten onder jongere mannen. Onder vrouwen is 
deeltijdarbeid gelijker verdeeld over leeftijdsgroepen. Het merendeel van de deeltijd­
werkers zijn (gehuwde) vrouwen. In de meeste Europese landen vormen mannen meer 
dan de helft van de tijdelijke werknemers, terwijl in Japan en de Verenigde Staten 
tweederde van de tijdelijke werknemers vrouwen zijn. Ook hier is sprake van conver­
gentie.
In Hoofdstuk 3 wordt ingegaan op de motieven van werkgevers voor het gebruik 
van deeltijdarbeid en tijdelijke arbeid en de gevolgen hiervan voor het functioneren van 
de arbeidsorganisatie. Werkgevers hebben de neiging de (na)voordelen van deeltijd­
arbeid (tijdelijke) arbeid te onderschatten en de (na)voordelen van (deeltijd) tijdelijke 
arbeid te overschatten. In tegenstelling tot de geuite voorkeur door werkgevers en hun 
vertegenwoordigende instanties laat de praktijk zien dat werkgevers in Europa en de 
Verenigde Staten vaak terughoudend zijn ten aanzien van de introductie en uitbreiding 
van deeltijdarbeid. De groei van het aantal deeltijdbanen geeft meer de preferenties van 
werknemers weer waarop door werkgevers wordt ingespeeld, dan andersom, terwijl 
werkgevers de belangrijkste factor zijn achter de groei van tijdelijke arbeid. Hoewel 
nieuwe redenen belangrijker zijn geworden, overheersen de traditionele redenen nog 
steeds voor het gebruik van tijdelijke arbeid in Europa en de Verenigde Staten. De 
theorie van de flexibele onderneming en andere interne arbeidsmarktsegmenteringtheo- 
rieën negeren de aanbodinvloeden bij de totstandkoming van de structuur van het 
personeel. Deeltijdarbeid en tijdelijke arbeid zijn tot op zekere hoogte substituten, daar 
zij voorzien in dezelfde behoefte: het flexibel maken van de arbeidsorganisatie en het 
verlagen van de kosten. Op basis van ervaringen in Europa, Japan en de Verenigde 
Staten wordt geconcludeerd dat permanente deeltijdarbeid meer voordelen voor de 
werkgever heeft dan flexibele deeltijdarbeid en tijdelijke arbeid. Deze laatste twee 
hebben zowel nadelen op de korte termijn als op de lange termijn. Gezien de demogra­
fische en technologische ontwikkelingen dienen werkgevers meer nadruk te leggen op 
functionele flexibiliteit als alternatief voor numerieke flexibiliteit. Permanente deeltijd­
arbeid kan een centrale rol vervullen tussen numerieke en functionele flexibiliteit, door 
de voordelen te combineren en de nadelen uit te sluiten. In de Verenigde Staten is 
sprake van enige toename van de functionele flexibiliteit. De ervaring in Japan toont 
aan dat bescherming van de baan, gecombineerd met interne flexibiliteit, betaling van 
sociale uitkeringen en het verlies aan ervaring voorkomt. Echter, in Japan, neemt het 
belang van functionele flexibiliteit, gekoppeld aan “life-time” banen in grote bedrijven, 
snel af. Ook in Europa neemt de numerieke flexibiliteit toe. Dit kan resulteren in 
instabielere (bedrijfs)economische indicatoren. Werkgevers beslissen vaak tot het gebruik 
van atypische arbeid op ad hoc basis. Vaker dan nu het geval is kunnen werkgevers een 
zekerdere baan aanbieden door middel van betere planning van zowel de omvang als
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de contractstructuur van het personeel en door numerieke flexibiliteit van de kernwerk- 
nemers. Dit laatste refereert onder meer naar min-max-contracten en flexi-jaarcontrac- 
ten, waarin het aantal uren (binnen marges) vastligt, maar het tijdstip variabel is. Een 
combinatie van duobaan en flexibel jaarcontract betekent een regelmatige en perma­
nente tijdelijk baan.
Het vakbondsbeleid en de houding van vakbonden ten aanzien atypische arbeid 
worden in Hoofdstuk 4 geanalyseerd en becommentarieerd. Naast de inhoud worden 
eveneens de effecten van het beleid in de diverse OESO-lidstaten ten aanzien van 
atypische arbeid besproken. Hoewel de meningen en het beleid van vakbonden lang­
zaam verandert, zijn bonden in Japan en Noord Amerika en met name in Europa geen 
voorstanders van deeltijdarbeid en tijdelijke arbeid. Bonden in Europa en Japan zien 
vooral een algemene arbeidstijdverkorting als de manier om zowel de werkgelegenheids­
situatie als de arbeids- en leefomstandigheden te verbeteren. Betoogd wordt dat 
bevordering van deeltijdarbeid en collectieve arbeidstijdverkorting niet complementair, 
maar substituten van elkaar zijn. De houding van bonden ten aanzien van deeltijd­
arbeid en tijdelijke arbeid wijkt af van die van de leden. Dit sluit aan bij de insider- 
outsider theorie. Op decentraal niveau overheerst het belang van de insiders, de zittende 
volletijdwerknemers. Dit heeft mede geleid tot gesegmenteerde interne en externe 
arbeidsmarkten. Er bestaat een gemeenschappelijk belang tussen typische en atypische 
arbeiders. Bonden dienen deeltijdarbeid te aanvaarden als een alternatief voor onzekere 
vormen van werk en als beleid om nieuwe toetreders tot de arbeidsmarkt te organise­
ren. Actieve bevordering van deeltijdarbeid en verbetering van de positie van tijdelijke 
werknemers dienen een essentieel onderdeel te worden, wil de vakbeweging haar rol in 
de toekomst blijven vervullen. In Europa bestaat belangstelling onder werkenden voor 
flexibele jaarcontracten in combinatie met een kortere jaarlijkse arbeidstijd.
In Hoofdstuk 5 wordt ingegaan op het inhoud en de effectiviteit van het overheids­
beleid in de OESO-lidstaten ten aanzien van deeltijdarbeid en tijdelijke arbeid. De 
effectiviteit van het aanbodeconomische beleid van deregulering en flexibilisering wordt 
bediscussieerd. Met de Verenigde Staten als voorbeeld, hebben diverse Europese 
overheden maatregelen genomen ter bevordering van atypische arbeid in de strijd tegen 
de werkloosheid. In Japan is in de loop van de jaren tachtig wetgeving aangenomen 
gericht op de bevordering van dit soort arbeidscontracten, ingegeven door schaarste op 
de arbeidsmarkt en de daaraan gekoppelde groei van dit soort (illegale) arbeidsvormen. 
De resultaten van deregulering en flexibilisering zijn teleurstellend. Bevordering van 
tijdelijke banen heeft niet geleid tot meer werkgelegenheid, maar vooral tot een 
herverdeling van de werkloosheid en een verschuiving in het wervingspatroon van 
bedrijven in de richting van gesubsidieerde tijdelijke banen. Hoewel dit de particuliere 
werkgelegenheid kan bevorderen, kan dit eveneens leiden tot een toenemende segmen­
tering van de arbeidsmarkt en een grotere macht van de insiders. Ook uitsluiting en 
gedeeltelijke dekking door arbeidswetgeving en sociale zekerheid leiden tot gesegmen­
teerde arbeidsmarkten. Een te grote nadruk op numerieke flexibiliteit kan bovendien 
ten koste gaan van de flexibiliteit op lange termijn, dat wil zeggen scholing en training 
van de beroepsbevolking, en van toekomstige werkgelegenheidsgroei. In de Verenigde 
Staten vindt een verschuiving plaats in de richting van meer regelgeving. Ook in 
Europa zijn recentelijk wettelijke maatregelen genomen om excessen uit te bannen. Er 
is sprake van een zekere mate van convergentie van beleid richting meer regulering, met 
name van atypische arbeid. Werkgelegenheidsbescherming is niet altijd nadelig voor de
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werkgelegenheid. De Japanse en Zweedse praktijk laten zien dat goede economische 
resultaten en baanzekerheid samen kunnen gaan. Een wettelijk recht op deeltijdarbeid 
reduceert de macht van de insiders. De bevordering van zekere deeltijdbanen verbetert 
niet alleen de arbeidsmarktparticipatievoet, maar eveneens de flexibiliteit van de 
arbeidsmarkt.
In Hoofdstuk 6 worden de resultaten gepresenteerd van het empirisch onderzoek 
gericht op een verklaring van de variatie in het percentage (kleine) deeltijdarbeid en 
(korte) tijdelijke contracten in België, Denemarken, Duitsland, Ierland, Italië, Nederland, 
Spanje en het Verenigd Koninkrijk en voor deze acht landen als geheel. Bovendien Wordt 
de relevantie van de theorie van de flexibele onderneming voor Europa vastgesteld. 
Hierbij wordt gebruik gemaakt van een set van vergelijkbare vestigingsdata, verzameld 
door de Europese Stichting voor Verbetering van de Levens- en Arbeidsomstandigheden. 
De regressie-analyse levert een gemeenschappelijk patroon van verklarende variabelen. 
De belangrijkste determinanten van het aandeel deeltijdarbeid in Europa zijn: het aandeel 
vrouwen binnen het personeel, de economische sector, het gemiddelde kwalificatieniveau 
van het personeel, het verloop en de grote van de vestiging; van tijdelijke contracten 
zijn dit de economische en organisatorische voordelen en de sectorale werkgelegenheids- 
verdeling. Er zijn echter aanzienlijke verschillen tussen de acht landen. Bijvoorbeeld, 
de invloed van ervaren economische en organisatorische voordelen is in belangrijke mate 
landspecifiek. De berekeningen bevestigen dat in Europa deeltijdarbeid in belangrijke 
mate aanbodbepaald is. Ook dat tijdelijke arbeidscontracten vraagbepaald is, wordt 
ondersteund door de regressieresultaten. Echter ook aanbodfactoren spelen een rol, met 
name in Nederland en Italië, in tegenstelling tot de theorie van de flexibele onderneming 
en andere interne arbeidsmarktsegmenteringstheorieën. Zowel het percentage deeltijd­
arbeid als het percentage tijdelijke arbeid worden niet beïnvloed door de werkgelegen­
heidsontwikkeling in de betreffende vestiging. Dit wijst op eveneens aanbodinvloed op 
beide contractvormen. Verandering in de werklast wordt niet opgevangen door tijdelijke 
contracten, maar op andere manieren, zoals overwerk. De berekeningen ondersteunen 
eveneens de eerdere conclusie dat marginale deeltijdbanen en tijdelijke contracten minder 
kosteneffectief zijn. De empirische resultaten geven ook enige steun aan de conclusie 
uit Hoofdstuk 2, dat de nieuwe redenen een verklaring zijn voor de groei van tijdelijke 
contracten in Europa. Traditionele redenen daarentegen hebben een negatief effect op 
het percentage tijdelijke arbeid. Dat permanente deeltijdarbeid en tijdelijke contracten 
tot op zekere hoogte substituten zijn wordt eveneens bevestigd. De aanwezigheid van 
een ondernemingsraad in de grote vestigingen heeft in beperkte mate een negatief effect 
op de omvang van deeltijdarbeid en geen effect op tijdelijke arbeid. De insider-outsider 
theorie wordt bevestigd voor het Verenigd Koninkrijk. Een andere conclusie is, dat er 
een aanzienlijk potentieel voor uitbreiding van deeltijdarbeid bestaat, terwijl dit beperkt 
is voor tijdelijke arbeid, als gevolg van nadelige economische en organisatorische conse­
quenties. In tegenstelling tot de conclusie uit voorgaande hoofdstukken zijn kleine 
deeltijdbanen gelijker over de kwalificatieniveaus verdeeld dan deeltijdarbeid in het 
algemeen. In tegenstelling tot wat op basis van de human Capital theorie mag worden 
verwacht is in het Verenigd Koninkrijk het aandeel tijdelijke arbeid positief gecorreleerd 
met het gemiddeld kwalificatieniveau.
In Hoofdstuk 7 wordt de hoge mate van zekerheid van de deeltijd- en tijdelijke 
banen in Zweden, ten opzichte van andere OESO-landen, onder meer verklaard uit de 
solidaire loonpolitiek, het actieve arbeidsmarktbeleid, de wettelijke bescherming en de
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restricties op het gebruik van deze contracten, de lage drempels in het sociale zeker­
heidsstelsel, de gesubsidieerde kinderopvang, het fiscale beleid, het deeltijdouderschaps- 
verlof en de deeltijdpensionering. De centrale vraagstelling in dit hoofdstuk is welke 
lessen geleerd kunnen worden van de Zweedse ervaring door andere landen, die leiden 
onder een hoge (langdurige) werkloosheid. De Zweedse benadering geeft bovendien de 
mogelijkheid een aantal aanbodeconomische beleidsopties te evalueren. Hoewel in hoge 
mate gereguleerd, is de Zweedse arbeidsmarkt even flexibel als die in Japan en de 
Verenigde Staten. De Zweedse ervaring illustreert dat efficiëntie en gelijkheid op de 
arbeidsmarkt complementair zijn. Het actief arbeidsmarktbeleid heeft geresulteerd in 
hoge participatievoeten en een hoge benuttingsgraad van het potentiële arbeidsaanbod, 
heeft een stijging van de langdurige werkloosheid voorkomen en heeft hysterese effecten 
tegengegaan. De Zweedse arbeidsmarkt is minder gesegmenteerde. Scholingspro­
gramma’s en werkvoorziening, waarbij de overheid als werkgever in laatste instantie 
optreedt, vergemakkelijken de overgang van werkloosheid naar regulier werk. De lage 
werkloosheid in de jaren zeventig en tachtig kan eveneens deels worden toegeschreven 
aan de hoge mate van gecentraliseerde loononderhandelingen. Corporatisme en econo­
mische resultaten zijn positief gecorreleerd. Centrale loononderhandelingen zijn evenwel 
moeilijk te handhaven. Bovendien toont de praktijk aan dat landen met gelijke 
arbeidsmarktinstituties verschillend presteren, terwijl landen met verschillende instituties 
gelijk presteren. De Zweedse benadering is recentelijk vervangen door een op aanbod­
economische leest geschoeid beleid. De nu hoge en toenemende (langdurige) werkloos­
heid en de hoge interestvoeten kunnen leiden tot een opleving van de geest van 
Saltsjöbaden.
Hoofdstuk 8 vat de belangrijkste conclusies uit voorgaande hoofdstukken samen. 
Daarnaast wordt een aantal beleidsaanbevelingen gedaan richting vakbonden, werk­
geversorganisatie en overheden, tegen de achtergrond van de veranderende demografi­
sche samenstelling van de beroepsbevolking in de OESO landen, de globalisering van 
de economieën, de hardnekkige werkloosheid, met name in Europa, de totstandkoming 
van de (groeiende) Europese interne markt en de toepassing van nieuwe technologieën. 
De belangrijkste doelstellingen van arbeidsmarktbeleid voor de jaren negentig en daarna 
van de OESO-lidstaten zijn een verbetering van de interne en externe arbeidsmarkt- 
flexibiliteit, de arbeidsmarktparticipatiegraad te verhogen en de kosteneffectiviteit van 
het arbeidsmarktbeleid te vergroten. De vraag is hoe deze centrale doelen te bereiken? 
Op basis van de internationale comparatieve analyse gepresenteerd in voorgaande 
hoofdstukken kunnen een aantal conclusies getrokken worden en lessen geleerd, die een 
antwoord kunnen geven op deze belangrijke vraag. Gebaseerd op de afruil tussen 
efficiëntie en gelijkheid pleiten aanbodeconomen voor deregulering en flexibilisering van 
de arbeidsmarkt en voor decentralisatie van de loononderhandelingen. Uitgaande van 
complementariteit tussen efficiëntie en gelijkheid wordt hier gepleit voor een actievere 
betrokkenheid van de overheid bij de arbeidsmarkt en een beleid van reregulering in 
plaats van deregulering, om de benuttingsgraad van arbeid te verhogen, de langdurige 
werkloosheid te verlagen, de arbeidsmarkt flexibeler te maken en segmenten in de 
arbeidsmarkt, gecreëerd door insiders en werkgevers op decentraal niveau, te voor­
komen. De Zweedse aanpak -  gebaseerd op een recht op werk — wordt gepresenteerd 
als een alternatief voor het beleid van deregulering en flexibilisering. Centralere loon­
onderhandelingen en sterkere vakbonden zijn belangrijke noodzakelijke voorwaarden 
voor dit actief arbeidsmarktbeleid. Functionele flexibiliteit kan deels als alternatief
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dienen voor numerieke flexibiliteit, waarbij bevordering van permanente deeltijdarbeid 
als intermediair kan fungeren. Een van de lessen die de Verenigde Staten kan leren van 
landen als Japan en Zweden is dat er een verband bestaat tussen flexibele interne 
markten en actief arbeidsmarktbeleid en scholingsbeleid. Berekeningen worden gepre­
senteerd die aantonen dat deeltijdarbeid een rol kan spelen bij het verhogen van de 
benuttingsgraad van arbeid. Een aantal beleidsaanbevelingen wordt gedaan ter bevorde­
ring van reguliere deeltijdarbeid en ter verbetering van de positie van flexibele deeltijd­
arbeid en tijdelijke arbeid. De globalisering van de economieën en het feit dat de 
OESO-landen met een aantal identieke problemen wordt geconfronteerd maken 
internationale coördinatie van sociaal-economisch beleid wenselijk en noodzakelijk. Een 
nieuw concept van volledige werkgelegenheid wordt voorgesteld, gebaseerd op de 
complementariteit van gelijkheid en efficiëntie, dat aansluit bij de wens de arbeids- 
marktparticipatievoet te verhogen en dat bijdraagt aan de flexibiliteit van de arbeids­
markt: de introductie van een legaal recht op een basis hoeveelheid arbeid, een recht 
op tenminste een deeltijdbaan voor alle volwassenen, gecombineerd met een recht op 
een (gedeeltelijk) basisinkomen, gegarandeerd door de overheid. Dit nieuwe concept 
van volledige werkgelegenheid is niet alleen economisch efficiënt, het is eveneens sociaal 
wenselijk. Het is een vorm van actief arbeidsmarktbeleid gericht op verbetering van de 
positie van degenen die onder het huidige sociale zekerheidsstelsel en het huidige 
volledige werkgelegenheidsconcept worden uitgesloten van betaalde arbeid.
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